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This thesis is purposed to identify factors affecting work motivation and then 

to test the influence of job satisfaction as a mediator on the relationship between work 

motivation and employee job performance of civil servants working in the 

Department of Home Affairs in Ho Chi Minh City, Vietnam. 

Literature relating to theoretical background, main key concepts as work 

motivation, job satisfaction and job performance were reviewed. In the literature 

review, the conceptualization and definitions of six motivational factors (work 

conditions, job security, supervisor support, coworkers support, rewards and 

recognition and job characteristics), job satisfaction as the mediator in the relationship 

between work motivation and job performance, as well as the prediction about 

correlations among them are outlined. 

Besides, the methodology provides ways to design the research, describe the 

population and sample size, design questionnaire, collect and analyze data. Collected 

data is analyzed by SPSS 20 and Smart PLS 3.0 software to test the hypotheses. 

Specifically, qualitative study with five key informants (3 experts and 2 civil servants) 

was performed through interview. Quantitative approach with 43 observed items was 

used. Finding gave the understandings of factors affecting work motivation, the 

relationship of work motivation and job performance through mediator, job 

performance in the Department of Home Affairs in Ho Chi Minh City. The pilot 

testing and main survey were 2 main steps in quantitative approach.There are three 

steps of the survey: validity and reliability testing measurement scales and final 
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testing of the hypotheses. This research adapted prior measurement scales to ensure 

the validity of all scales. These scales had been used and tested in many researches 

among various countries and now they are tested and confirmed in Vietnam. In pilot 

test, the questionnaire was distributed to 30 participants, then the collected data 

analyzed by SPSS to confirm the reliability by using SPSS 20. The result revealed 

Cronbach’s alpha reliability of all construct had value over 0.7, which is very good. 

So key constructs are valid, and it can apply for Vietnam. The author then submitted 

the final questionnaire to IRB committee in NIDA-Thailand regarding to ethnicity in 

research, the Certificate of Exemption is issued in March, 2021. 

Furthermore, findings of this research illustrate that two factors (work 

conditions, supervisor support) had a positive significant influence on work 

motivation in different level, while job satisfaction plays as a mediator affecting the 

relationship of work motivation and employee job performance partially. Those 

findings give leaders managers and supervisors of the department a new and an 

overall look about the antecedents as well as the consequences of work motivation. 

Based on the research findings, the conclusion drawn is that if the advance in 

motivational factors is high enough, the work motivation among civil servants will be 

increased, then leads to the enhance in performance with the mediator effect of job 

satisfaction. The research may contribute some useful information with managerial 

implications so that leaders and managers could apply in the department to boost the 

work motivation at a higher degree to improve the performance of civil servants and 

the sustainable development of department as well. 
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CHAPTER 1 

 

INTRODUCTION 

 Statement of Problem 

 

In the decenniums of globalization with chaotic and continuous changes, all 

organizations especially public institutions are facing numerous challenges of 

pleasing citizens' requirements with high-qualified services. Being under such 

situation, to be able to supply enough qualified public services to the citizens, public 

institutions have to concentrate on the unique resource fostering an institution 

blossom and successfully accomplish their missions – the human resources as an 

essential resource. It is unquestionable that human resources play an extremely 

significant role in bringing the competitive benefits, influencing both the endurance 

and the development of organization (Majed Al-Mashari, 2003). Employees are also 

acknowledged as the most crucial element and if they are working inefficiently; that 

organization is incapable to reach its goals or target (Karodia et al., 2016) . As the 

result, one of the frequent targets of public sector reforms in many developing 

countries is the quality in the qualitied employees’ performance.  

According to Baloch and Shafi (2016), employees are the “backbone” of every 

organization and their performance in workplace is directly proportionate leading to 

the failure or the success of every company and organization. The results of civil 

servants carrying out civil services depend drastically on their morals, qualifications, 

responsibilities, attitudes and of course, their work motivation. When civil servants 

work enthusiastically and eagerly, the effectiveness of the authority all levels in the 

state management will be optimized. In different circumstances, when they lose 

motivation in what they are doing in workplace, the efficiency and effectiveness of 

their tasks will absolutely be weakened without any doubt; therefore, directly impact 

the public services’ quality supplying to the citizens. Identifying and considering the 
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fact that factors that motivate employees is a vital requirement, as the performance of 

any organization hinges on the availableness of motivated workforce. The practice has 

proven that an organization without good performance of employees cannot develop 

strongly no matter it is private organization or in public bodies.  

Civil service system’s characteristics in Vietnam are usually labeled as poor 

work ethic, extravagance, fecklessness, and erratic in decision-making (Poon & Do 

Xuan, 2009); sharing common concerns with several transitional countries, such as 

feeble performance, systematized corruption, less efficiency, excessive regulations as 

well as authority’s abuse (Painter, 2003). Understanding that, Vietnam Party and State 

always stand firm that human resources are the heart of economical and societal 

development of the country (Dinh, 2016). Currently, on the subjects of building up 

nation’s industrialization and modernization with international cooperation, Human 

Resource Development is appointed as the core establishment for development’s 

sustainability and the competitive edge in national-level master public administration 

plans such as Public Administration (PAR) program (2001-2010) and latest 

Resolution 30/NQ-CP. The Resolution of the Government dated on  8th November, 

2011 notified administrative reform in overall program state in 2011-2020 

emphasized 2 (over 3) focal points in "Building and improving the quality of civil 

servants ...; improving quality administrative services and public services”. Moreover, 

the visionary of Government of Vietnam is building a modernized civil service with 

characteristics such as transparency, power and democracy, therefore; there is no 

surprise to acknowledge that so far, the government has put a lot of attempts and 

efforts in order to strengthen the civil services’ quality and the civil servants’ 

management. In public sector, the services’ quality of public organizations and 

agencies majorly rely on efficiency of duty performance of every single civil servant 

working in it. Administrative reform will never get any favorable outcome without 

fully efficient, qualified and most importantly, motivate team of civil servants. 

Vietnam government puts lots of efforts for administration reform; however, 

the consummation and achievement of Vietnam Public Sector is not appraised at high 

degree mainly because of the inferior performance of public employees (Tri, 2016). 

Moreover, Vietnamese government has been unsuccessful in having extraordinarily 



3 

 

qualified civil servants in public organizations and sequentially, reputation and 

performance of public sector continues less competitive, compared to other sectors.  

Particularly, In World Bank’s Government Effectiveness Indicator, Vietnam’s 

score continually ranked low (below 50% on average in 2000s). Vietnam also 

received very modest scores (33 out 100) in Transparency International’s latest survey 

on perception of corruption (ranked 117 out 180 countries in 2018) (Dung & Yooil, 

2019). 

Working improperly prescribed time, coming to office late but leaving early, 

doing personal work during working time, these attitudes drive to low level in 

performance of that civil servant and government institution, where (s) he is working 

(Tri, 2016). All the above signs demonstrate the negative outcomes in largely 

percentage of civil servants in Vietnam; appear to be deficient motivation to attach 

them with their job along with public agencies. It is found that the reason leading to 

lower performance is shortage of motivation in working. 

As we all know, work motivation is a controversial topic not only among 

Human Resource managers but also researchers in organizational study field because 

of its subjective complexity. So many prior researchers have shown that civil 

servants’ work motivation is related to various factors, which are depended on the 

situation of society, local’s conditions as well as the context of each country (Nguyen, 

2019).  

Work motivation plays an important part in affecting workforce’s 

performance, organizational commitment (Njunwa, 2017) as well as promoting efforts 

in resolving tasks. In other words, low motivated employees’ behaviors might bring 

negative effects toward the organization such as low performance and high turnover. 

Additionally, personnel considered as the most valuable asset (Ritz & Vandenabeele, 

2016), is a key factor in the establishment, organizational stability and sustainability. 

Therefore, enhancing work motivation is recognized as the most principal mission of 

Human Resource Management (HRM) (Gupta & Subramanian, 2014). Low work 

motivation is an indicator of the shrinking efficiency in work of employees. In 

addition, the little motivated employees will be the blockade for the growth and 

success of the organization. They are in demotivated mood, doing their tasks with the 

miserable feeling, leading to the unwillingness to work at their potential skills and full 
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capacity. As the results, those employees might give up responsibility to find another 

job or position that motivate them work harder in the same or different industry. For 

example, Vietnam is witnessing a serious shifting movement of the group of civil 

servants is ready to work in the other sectors. Many surveys’ findings revealed that 

young and qualified civil servants are finding new opportunities to work in other 

sectors because of poor work motivation-related issues, which occur often in public 

organizations, such as inefficient compensation, heavy workload and work pressure 

(Nguyen, 2013) . According the official report of Ministry of Home Affairs and the 

Ministry of Labour - Invalids - Social Affairs, in the recent years, the number of 

talented young staff voluntary leaving their public jobs to work in business 

companies, private organizations, NGOs or foreign-invested agencies shows a 

tendency to increase. In Vietnam, from 2003 to 2007, approximate 16,000 civil 

servants purposely left government agencies and public organizations, the number for 

only HCM City is 6,400 (Poon & Do Xuan, 2009). Before increasing staffs’ quitting 

rate in the public sector turns to the actual situation, dissatisfaction will negatively 

influent to loyalty, therefore effecting the quality of civil services for the citizens.    

According to national statistics, there are nearly 2.8 million people in all areas 

in the whole country working as civil servants in Vietnam Public Sector in 2016 

(Phuong et al., 2018). Vietnamese government has been designing strategic plans to 

improve administrative activities to keep up with the global integration. At first 

glance, the results have created positively to the public. However, the reform turns out 

to be the source of burden and stressor to public servants and the whole system due to 

the too high requirements as well of expectations for the better public services. 

Furthermore, the work pressure of civil servants is a noticeable problem recently. Let 

take specific example in Ho Chi Minh City, the largest city in Vietnam and the 

highest economic growth rate (People's Committee Ho Chi Minh City, 2018), with the 

population of more than 8.5 million people has been put enormous weight of 

responsibilities on public employees in general and civil servants particularly. It 

illustrates the reciprocity of civil servants is unbalanced (Quynh, 2019). The civil 

servants are dissatisfied profit they received compared to the efforts spent. The 

number of civil servants per 100 people in HCMC is much lower than the national 

rate (0.17 in HCMC while the national rate is 0.44) (Nguyen, 2013). This issue alarms 
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to an urgent need for understanding factors influencing civil servants’ work 

motivation and job satisfaction. 

If we take a close look at the situation in Ho Chi Minh-Vietnam, the city 

embraces favorable conditions in promoting work motivation for civil servants. In 

fact, Ho Chi Minh City (HCMC) is supported a particular mechanism to develop by 

the central government (National Assembly of the Socialist Republic of Vietnam, 

2017). This mechanism encourages HCMC to build the flexibility and activeness in 

developing strategies, including strategies in Human Resource Management (Nguyen, 

2019). However, HCMC still faces up to turnover rate with low work efforts among 

civil servants. 

We all acknowledge that not only work motivation but also job satisfaction of 

employees is essential element for every organization, as first and foremost, both 

elements really impact the productivity and work-related activities among employees 

or staffs (Kamdron, 2015). The civil service employees are considered as one of the 

most important workforces for any countries’ operations because they are 

organizations’ ambassadors, who representatively provide public services and 

communicate with the citizens of the nation. Their satisfaction and motivation should 

be analyzed and monitored properly so that public organizations or agencies’ leaders 

can identify, predict the degree of performance the employees towards their duty of 

public services.  

Generally, the degree of satisfaction of Vietnamese employees is not high, 

especially in the public sector (from expert’s point of view in qualitative research). 

The result of dissatisfaction in working might cause some negative behaviors in 

working such as doing work with miserable state of mind or seeking a new work or 

job outside the organization. That is the reason why the “brain drain” (Linh, 2019)  

and “job turnover” (Bui & Chang, 2018) phenomenon have become more and more 

widespread since qualified civil servants moved to the private sector in many 

industries and different areas from public sector. Gordon and Denisi (1995) 

foreshadowed that both quit rates and the intention to quit respectively strongly 

depend on job satisfaction, explaining for the happening of “brain drain” phenomena.  

HCMC is a very large and complex organization with 26 departments, 10 

service organizations, 12 agencies and 10 temporary agencies. The city is divided into 
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24 divisions, of which 19 are urban and 5 are rural districts. The 24 districts are 

further divided into 322 wards and communes and 4 townships (Nguyen, 2013). To 

support this complexity in organizational structure, according to Ministry of Home 

Affairs in 2011 HCMC had 12,487 civil servants and 97,731 officials. Therefore, a 

nonfeasance in promoting civil servants’ work motivation and job satisfaction results 

in the condition in which local governments or even central government will suffer 

from the inferior performance in individual of civil servants and organizations in 

general. This means that civil servants' demotivation, job dissatisfaction is likely to 

happen. This research is a study that identify factors influencing the motivation of 

civil servants in HCMC as well as proving the impact of civil servants’ work 

motivation to job performance with the mediating effect of job satisfaction.  

There are 23 Administrative Departments, and each Public Departments in Ho 

Chi Minh City’s Administrative System plays a special actor in contribution for the 

success and stable development of the city. Especially, Department of Home Affairs 

is the core department under the authority of Ho Chi Minh City People’s Committee 

and supervision of Ministry of Home Affairs, civil servants who working in 

Department of Home Affairs (HCMC-DOHA) play a key role in serving public 

services for citizens as well as the development of the Department. “At the present, 

DOHA is working in a vacuum with limited authority in HRM. As the economy 

grows, we want to be able to solve specific issues in our province” (civil servant 

interview adapted from (Poon & Do Xuan, 2009) study). That explains why HRM 

practices such as identify the employees’ behaviors; work motivation and 

performance should be invested more in this Department. Moreover, some of civil 

servants in DOHA still work with low motivation and behave improper working 

manners during their working time because of dissatisfaction or for some other 

reasons (from interview’s result) and it would be good point if there are some 

empirical studies or researches conducted to figure out the reason. According to the 

review of author, there are only handful of imperial researches studying how work 

motivation and job satisfaction affect performance among civil servants specifically in 

HCMC-DOHA, not only in English language but also in Vietnamese language. 

Therefore, the author is motivated to conduct a very formal research to understand the 

real situation that happening in HCMC-DOHA. The contribution of this research will 
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assist Department’s leaders to understand what factors influence work motivation as 

well as the relationship among work motivation, job satisfaction and employee job 

performance for Department of Home Affairs in Ho Chi Minh City as an example of 

concreate evidence. From there, the suggestions and managerial applications from the 

conclusion of this research could be considered to apply for enhancing work 

performance of civil servants in Ho Chi Minh’s Public Departments leading to better 

services for citizens in general as well. 

 

 Research Gap 

 

The research may fill in three main gaps as below: 

First, prior studies on work motivation mainly stayed in finding exploration 

motivational factors affecting the degree of work motivation. However, not many 

researches about the influence of work motivation towards employee job performance 

have been conducted so far. In other words, they hardly mentioned how motivated 

employees could support the organization to survive and how motivation could 

influence employee behaviors and performance at work. Additionally, the researches 

about the topic of work motivation in the context of Vietnam infrequently consider 

the relationship between work motivation and employee job performance after on 

(from literature review of author). This research aims to prove the correlation between 

work motivation and job performance to contribute into the literature review for 

following researchers who want to devote to this field. 

Second, since motivation is important for employees’ performance, a large 

number of researches have been conducted in many different countries. However, 

researches mainly conducted in banking companies or hospitals and educational 

institutes, and hotels, not parastatal organizations and very few research works 

targeting employee work motivation in public sector. Intention of author is filling the 

gap by explaining how motivational packages might influence work motivation and 

job performance of employees in public sector using evidence of Vietnamese Civil 

Servants. 

Third, studies have been researched the effects of motivation and ability on 

performance mostly in the Western countries, but little works as well as literature is 
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available in this dimension regarding developing countries like Vietnam. However, 

those studies carried out in the West may not be suitable to apply in Eastern countries 

due to differences in socioeconomic and most importantly, political and 

administrative context. Vietnam adopts a unique party-state regime, which have so 

many differences in political, institutional and cultural elements to other majority 

countries (Phuong et al., 2018). Particularly, in Ho Chi Minh City, only handful of 

published researches devoted in studying employees’ work motivation, job 

satisfaction and performance in public sector. Previous studies in Ho Chi Minh City 

only address topics such as the education, economic and other areas, not in the field of 

the public sector. The results of this research might assist leaders in the public sector 

in considering the rational recommendations and suggestions for managing human 

resources, adjusting practical solutions and effective in increasing work motivation 

and encouraging the effective work performance of civil servants in Vietnam. 

 

 Research Questions 

 

1.3.1 What are the factors affecting the work motivation of civil servants in 

HCMC Department of Home Affairs (HCMC DOHA)? 

1.3.2 How does each factor effect civil servants’ work motivation in HCMC 

DOHA? 

1.3.3 What is the relationship between work motivation and employee job 

performance among civil servants in HCMC DOHA and how can this relationship be 

explained? 

1.3.4 How is the work motivation influence on job performance through job 

satisfaction as a mediator? 

1.3.5 Which solutions and management applications will the author propose 

for the improvement of work motivation and employee job performance among civil 

servants in HCMC DOHA? 

 

 Research Objectives 

 

Objectives in this research are: 
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1.4.1 To study factors that influence work motivation of civil servants in 

HCMC DOHA. 

1.4.2 To measure the level of each factors affecting work motivation of 

HCMC DOHA’s civil servants. 

1.4.3 To examine the relationship between work motivation and employee job 

performance among civil servants in HCMC DOHA. 

1.4.4 To examine mediating effect of job satisfaction on relationship between 

work motivation and employee job performance among civil servants in HCMC 

DOHA. 

1.4.5 To propose suggestions, recommendations, and management applications 

to enhance work motivation and employee job performance in HCMC as well as 

Vietnam in general. 

 

 Research Scope 

 

The research scope is described in terms of the specific area that the research 

will focus on. Research area, research location, population with selecting samples, the 

scope of time is mentioned as follows: 

1. Research area: the study mainly focuses on work motivation and the 

relationship of work motivation with employee job performance consequently. 

The author attempts to explore which factors and how they influence work 

motivation following with identifying the relationship of work motivation and 

employee job performance through mediating effect of job satisfaction. Other 

relationships are beyond and not cover in this research. 

2. Research location: Ho Chi Minh City in Vietnam. 

3.  Population: The data collection is conducted in Vietnam. The selecting 

samples of this study targets in civil servants in Ho Chi Minh Department of 

Home Affairs.  

4. Scope of time: from March 2021 to April 2021 

 

 Research Methodology 
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1.6.1 Qualitative Approach 

 

After reviewing the literature, the author came up with the topic and first draft 

of conceptual model with measurement scales then interviewed five key informants: 

two civil servants in HCMC and three Lecturers who are experts in the field of Work 

Performance.  

Mitchell (1982) quoted by (Mullins, 2005) defined motivation is typified as an 

“individual phenomenon” and for phenomenological studies, Creswell (1998) 

recommends 5 – 25 participants in the qualitative research to understand the issue. 

Therefore, in qualitative research as the first supportive method, the author invited 5 

participants (2 civil servants and three experts) for interviewing. 

General information of participants: 

Two civil servants: working in HCMC Department of Home Affairs. 

Three experts: two of them have 5-10 years of work experience in the field of 

Human Resource Development in HCMC International University as Associate 

Professors. 

One expert, who has five-year work experience in public agency and currently 

teaching in Vietnam Aviation Academy as Professor. Besides, he has done a lot of 

researches in the field of Human Resource Management and Public Administration 

published in International Journals.  

Secondly, interview method is applied for these reasons: 

First, the author and participant could manage the available for the interview 

much easier than setting up a focus-group meeting. 

Second, the author could encourage the participants to share their opinions or 

ideas. 

Finally, the participant might feel free to express their feeling without fearing 

anyone else’s judgment. 

The research proposal was being conducted under pandemic situation (COVID 

19 in 2020), therefore, the author decided to take the advantage of available online 

platform (MS Teams) to contact every single participant at weekends when they were 

free from work and have chance to reflect back their experience in work. Besides, 

informal conversations via Facebook Messenger and Line were conducted as well.  
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Purpose of Qualitative approach: Getting the feedback and comments for 

considering the final conceptual model, developing, modifying and adjusting the 

questionnaire, choosing the suitable measurement scales and related terms for the 

research by using the open-ended questions during the interview.  

 

1.6.2 Quantitative Approach 

 

Using a final questionnaire after interview in Qualitative approach as an 

instrument to collect the data in a convenient way. Quantitative method includes pilot 

study at the first to check the validity and reliability of preliminary questionnaire by 

Cronbach Alpha and Corrected Item-Total Correlation, then main survey by capturing 

responses of civil servants Working in HCMC-DOHA. The SPSS 20, Smart PLS 3.0 

program will be used to analyze the collected data.  

Purpose of quantitative approach: Basing on the result after collected data 

analysis, the author will accept or reject hypothesis, which was presented in the 

conceptual model.  

 

 Significance of Study 

 

1.7.1 Academic Significance 

Work motivation has been a popular subject matter in the field of 

organizational behavior (Cooper & Robertson, 1986) and remains to get more 

attention in psychology as well (Rousseau, 1997). Nevertheless, in the public sector, 

work motivation has been (Balk, 1974) and continues to be neglected by scholars 

(Behn, 1995). According to Hassan and Wright (2020) work motivation has missed to 

gain attention among public sector researchers compare to other topics. The study 

may contribute a comprehensive literature review for Work Motivation, Job 

Satisfaction and Job Performance in Public Sector. 
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1.7.2 Practical Significance 

 

The study provides leaders in HCMC DOHA relating knowledge of 

antecedents of work motivation are and how to enhance and cultivate these 

contributions to civil servants’ performance. First, leaders in HCMC DOHA might 

use the results of this study to understand factors that have influence on the work 

motivation, job satisfaction and employee’s job performance; therefore, practicable 

solutions would be proposed to enhance the level of motivation in working among 

internal civil servants as well as public employees in general. As a result, the 

enhancement in work motivation may lead to the higher-level performance of HCMC 

DOHA as well as Vietnam Public organizations in general.  

Second, this research is not only assisted in public agencies, but also can be 

applied in other private organizations or NGOs. Performance of the employees is the 

major consideration in every organization; therefore, this is mandatory for leaders in 

any organizations to contemplate the contributions that induced the employees’ 

motivation, which can boost the efficiency of performance. 

 

 Expected Results 

 

The study’s results may provide the knowledge and the direction to understand 

factors affecting work motivation and job satisfaction to advance the work ability 

among civils servants. Then answer the question: Should the leaders in Public 

Departments put more effort to study or research more about this area? 

Secondly, the study provides the overall picture into the relevance of different 

elements in motivating the service quality of civil servants (for example does 

supervisor support lead to work motivation or the civil servants needs more support 

from their coworkers). The study’s results can assist leaders to make a better- 

informed decisions according to the importance of factors in conceptual model. 

Thirdly, this study will provide the insight into the relationship between work 

motivation, job satisfaction and job performance. This may lead to positively changes 

in department or organization to make civil servants perceive the motivation and 
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satisfaction about their work, then the phenomenon such as “brain drain” and “job 

turnover” can be reduced. 

Finally, basing on the data analysis of the study may let the leaders know the 

level of work motivation and job satisfaction as well as the performance of civil 

servants in department. At this point of view, the leaders might have the right 

strategies or new policies even set up new conditions to avoid the potential risk 

related work-behaviors and human resources management.  

 

 Limitation of the result 

 

First of all, the qualitative of this research was conducted by online flatform 

due to the situation (COVID 19 pandemic). 

Secondly, the survey to get the data used for this research was only conducted 

by convenient method with quite small sample size.  

Thirdly, in this research, only six determinants of motivational factors were 

investigated. Therefore, future researches could include more determinants affecting 

the level of work motivation.  

 

 Operational Definitions 

 

Some concepts are often confused because of their similarities in the field of 

organizational studies (Maugeri, 2004) (cited in (Anderfuhren-Biget et al., 2010)). 

Work motivation- job satisfaction is one of the commonly confused pairs. Work 

motivation, on the one hand, is a process by which the employee decides to work 

efficiency with sustainable efforts to achieve individual or broadly organizational 

goals. On the other hand, satisfaction (in the context of this research is job 

satisfaction) is state of psychology characterizing the interlinkage of individual and 

his/ her organization, between expectations of individuals and their realization of the 

results; ((Michel, 1994)). Operational definitions of the concepts are explained as 

below: 

Work motivation: is a source of force steering individual to accomplish and 

achieve personal and organizational goals or targets. Work motivation is observed by 
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the positive attitudes as well as the behaviors to work much harder and more efficient. 

In the same vein, work motivation is the internal willingness of employee to work so 

that they can get the higher achievements and goals. In summary, work motivation is 

the important source that created by the desire, willingness to do the job so that 

individual can achieve higher success in career.  

Specifically, in this research, work motivation was measured by a five-items 

answerable by 1) Strongly Disagree; 2) Disagree; 3) Neutral; 4) Agree; and 5) 

Strongly Agree. Based on the scores, the mean motivation score is computed. The 

higher the mean scores, the higher the work motivation of participants.  

Job satisfaction: Job satisfaction signifies the magnitude of an employee’s 

happiness with his or her job. Furthermore, employee satisfaction refers to the 

positive feelings toward their job. Employee satisfaction is perceived when employees 

are happy and satisfied with what and how much they receive at work from their 

efforts. Job satisfaction plays a vital role in life of individual because it effects the 

personal and social adjustment.  

Specifically, this was measured by a five-item satisfaction index answerable 

by 1) Strongly Disagree; 2) Disagree; 3) Neutral; 4) Agree; and 5) Strongly Agree. 

Based on the scores, the mean satisfaction score is computed. The higher the mean 

score, the higher the satisfaction of the respondents.  

 Job performance: Performance is the result in work or how well individual 

does the job. Thus, job performance is the ability in dealing unexpected workplace 

problems. In other words, job performance is not only the result of work but also the 

creativeness and flexibility of individual.  This was measured by a five-item index 

answerable by 1) Strongly Disagree; 2) Disagree; 3) Neutral; 4) Agree; and 5) 

strongly Agree. Based on the score, the mean score is computed. The higher the mean 

score, the higher is the performance of respondents.  

 Working conditions: Work conditions are the environment where individual 

works in. Work conditions include physical condition (such as available furniture, 

facilities like printers, computers and fax machines, cafeteria, and food hall. etc.), the 

daily amount of work that individual has to complete. If the workload is too heavy, 

the work conditions in that organization are considered as a negative that affects 

mental and physical health of workforce. Moreover, worktime is accepted as one of 
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the facets of work conditions. Working in proper amount of time can motivate 

individual to work more effectively without boring and dragging feeling. 

This was measured by a three-item index answerable by 1) Strongly Disagree; 

2) Disagree; 3) Neutral; 4) Agree; and 5) strongly Agree. Based on the score, the 

mean score is computed. The higher the mean score, the higher perceive of work 

conditions of respondents. 

 Job Security: Job security is the perception of the duration that an individual 

can work in an organization. Individuals can perceive their job security by the 

sustainable development of their organization and the jobs that they are doing is the 

contributions for that development. As long as individuals acknowledge the work that 

they are doing is not just a job but their career for the growth of organization and in 

via versa their organization appreciate for the effort that they put, that individual will 

clearly sure about their security in their job. 

This was measured by a five-item index answerable by 1) Strongly Disagree; 

2) Disagree; 3) Neutral; 4) Agree; and 5) strongly Agree. Based on the score, the 

mean score is computed. The higher the mean score, the higher perceive of job 

security of respondents. 

 Supervisor Support: Supervisor support is simply understood as the support of 

supervisor for their subordinates. In this research, supervisor support is illustrated by 

the perception of employees about the assistance that they receive from their 

supervisor or leader. Supervisor can demonstrate support to their employees in many 

ways such as communicate to understand problems that their employees are facing, 

give them constructive feedback for better performance as well as create a harmony 

benefit with organization’s development. Supervisor also should be a role model, who 

can balance work-life, to show that the employees also can manage their work and 

life.  

This was measured by a five-item index answerable by 1) Strongly Disagree; 

2) Disagree; 3) Neutral; 4) Agree; and 5) strongly Agree. Based on the score, the 

mean score is computed. The higher the mean score, the higher in acknowledge of 

supervisor support of respondents. 

 Coworkers Support: In the workplace, employees have to meet and react with 

their coworkers quite often. Furthermore, they need to work in a team to complete a 
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piece or whole of tasks and missions. Generally, coworkers support is to give and 

receive support to those who are working in the same department or in the same 

organization. The first kind of support from coworkers is emotional support. 

Coworkers should be friendly and supportive toward their teammates or department 

mates. Another form of support from coworkers is sharing work-related information 

to help each other accomplish duties and tasks efficiently and effectively.   

This was measured by a five-item index answerable by 1) Strongly Disagree; 

2) Disagree; 3) Neutral; 4) Agree; and 5) strongly Agree. Based on the score, the 

mean score is computed. The higher the mean score, the higher perceive of support 

from coworkers of respondents. 

 Rewards and Recognition: Rewards and recognition are considered as an 

organization’s policies, strategies and practices to praise employees who have 

outstanding performance in workplace. Rewards and recognition include many forms 

such as bonus incentives, certificates, trophies and promotion opportunities. Each 

types of organizations have different regulations of rewards and recognition for their 

human resources. However, the rewards and recognition system should be transparent 

and fair for every single individual without bias or subjective decision. If the 

individual perceives the fairness in this system, they are free from negative feelings 

such as frustrated or demotivated.  

This was measured by a four-item index answerable by 1) Strongly Disagree; 

2) Disagree; 3) Neutral; 4) Agree; and 5) strongly Agree. Based on the score, the 

mean score is computed. The higher the mean score, the higher perception in rewards 

and recognition of respondents. 

 Job Characteristics: The public sector’ job characteristics are different from 

other sectors’. Basically, job characteristics include five components: skill varieties 

(the number of skills need to practice during working), task identity (whether 

individual acknowledge what they have to do), task significant (the importance of 

work), autonomy (the way an individual do their work: as routine job, or they can 

decide the way their work should be done) and feedback (from which or whom they 

get the response or comment for what they have done). 

This was measured by a five-item index answerable by 1) Strongly Disagree; 

2) Disagree; 3) Neutral; 4) Agree; and 5) strongly Agree. Based on the score, the 
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mean score is computed. The higher the mean score, the clearer in identify the job 

characteristics in work of respondents. 

 

 Structure of Study 

 

This study includes five chapters:  

Chapter 1: Introduction: in chapter 1, the author introduces research problems, 

purpose and scope of study including specific areas, specific organizations, briefly 

introduce research methodology and the structure of this study. 

Chapter 2: Literature review: in chapter 2 Definition of Work motivation, 

Importance of Work Motivation, Theoretical background, Employee performance, 

Motivation and Employee Performance and Job Satisfaction are reviewed in detail. 

Based on that, a conceptual model would be constructed as the result of hypotheses 

development.  

Chapter 3: Research Methodology: In chapter 3, the author presents the 

process of research methodology, set up the measurement scales for each variable, 

population, sample, data collection and the data analysis methods. Moreover, the 

author also considers the validity and reliability as well as the ethical issue strictly 

during conducting the research as well.  

Chapter 4: Research Results and Discussions: The characteristics of the 

collected data and the results after analyzing the data with the data analysis method 

mentioned in chapter 3. Skills such as presentation, interpretation and data analysis 

would be presented in detail.  From that, the author will have evidences for the 

conclusions of accepting or rejecting hypothesis, which proposed in chapter 2. 

Chapter 4 consists sample description, measurement scale analysis and data analyze 

using SPSS, PLS 3.0 software.  

Chapter 5: Conclusions and Practical Implications: Specific recommendations 

and suggestions will be proposed for administrators in the public sector to understand 

which factors affecting the work motivation of employees and how to implement 

suitable policies to improve the work motivation among them. The limitation of the 

study is also presented as the guideline for future research directions.  
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 Chapter 1 Summary 

 

Chapter 1 provided information about the background of work motivation, job 

satisfaction and job performance of civil servants in Vietnam generally.  The problem 

statement pointed out that the need to identify factors effecting work motivation of 

civil servants and the relationship of work motivation and employee’s performance.  

Specifically, the author chooses Department of Home Affairs in Ho Chi Minh 

to conduct the study. Besides, there are some other reasons that caused low level in 

performance related to job satisfaction, the author also intends to test whether or not 

job satisfaction effect the relationship of work motivation on job performance as a 

mediator. This chapter also provided an overview about the purpose of the study, 

research questions, research objectives, research methodology, and the significant of 

the study, operational definitions, as well as the scope of the study along with the 

structure of study. 

Next, follows a literature review to examine related previous theory and prior 

studies with definitions of main concepts in research. The purpose of chapter 2 is to 

review relevant literature about work motivation, factors influencing employee work 

motivation and how work motivation influences employee performance with and 

without mediating effect of job satisfaction. Finally, hypotheses development is 

followed with detailed explanation and the conceptual model. 
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CHAPTER 2 

 

LITERATURE REVIEW 

This chapter mentions literature reviews the main concepts of the study 

including definitions of work motivation from different viewpoints, theoretical 

background explaining work motivation (Maslow’s Hierarchy of Needs Theory), 

definition of job satisfaction, employee’s job performance in detail and relationships 

among them.  Finally, the most suitable conceptual model that has many chances to fit 

the conditions and nature of Vietnam Public Sector and selected Department based on 

the literature review is designed. The study also investigates the relationship between 

work motivation and employee’s job performance through job satisfaction as a 

mediator to fulfill the understanding of work motivation and job satisfaction to civil 

servants’ performance and their relations in Public sector context. Hypotheses 

development is presented as a foundation for explaining and convincing the 

conceptual model. 

 

 Definition of Work Motivation 

 

All institutions and organizations go all out to improve service’s quality and 

performance of their products, internal and external operations to achieve the goals of 

the business or organization. However, the competition among those institutions and 

organizations in the same industry could be a challenging task, making it much more 

complicated to achieve higher goals for sustainable development than before 

(Bolman, 1997). The strategic plans for attaining those advanced achievements are 

emphasizing and developing motivation of workforce; hence, full knowledge of 

employees’ motivation would be an essential key in management for prosperity and 

succeed of an organization. Motivated workforces are considered as keystones, since 

work motivation is one of vital determining factors of both individual and 
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organizational performance. Without any doubts, motivating employees are one of the 

most necessities for the all-organizational goals’ accomplishment and successfulness 

of organization follow consequently. Work motivation, which is one of long-

established topics in organizational studies (Le´vy-Leboyer (2006) cited in 

(Anderfuhren-Biget et al., 2010), is the fundamental determinant of performance for 

all sectors in general and for public sector particularly.  

Going back to the beginning, the ‘‘golden age’’ of theories and studies on 

work motivation started in the mid-1960s (Steers et al., 2004). Theorists as well as 

researchers keep studying motivation then, we all feel familiar with the term “work 

motivation”. However, until now, not only ordinary people but also experts in 

academic fields still struggle to find a proper or common definition to work 

motivation when being asked. Kleinginna and Kleinginna (1981) calculated at least 

140 distinct definitions of motivation and the number is still rising. The primary 

reason to explain is that there are many ways to figure out human nature and by how 

people can be understood philosophically (Pinder, 1998). Basing on differentially 

personal perspective, each researcher has dissimilar definitions about “work 

motivation”.  

Linguistically, “motivation” derived from the Latin word “movere”, means to 

move (Kreitner & Kinicki, 1998).Pinder (1998) depicted motivation as “a set of 

energetic forces that originates both within as well as beyond an individual’s being, to 

initiate work-related behavior, and to determine its form, direction, intensity, and 

duration”. In other words, work motivation is an individual's positive feeling or 

emotional reaction toward the role he/she holds in the organization (Vroom, 1964). 

Motivation is a source of definite force pushing people doing or performing actions 

and determining what and how they will do.  

Motivation is described as "a decision-making process through which the 

individual chooses desired outcomes and sets in motion the behaviors appropriate to 

acquiring them" (Huczynski & Buchanan, 1991). S.P. Robbins (2005) (cited 

in(Khurana & Joshi, 2017)) considered motivation as the “willingness to exert high 

levels of effort towards organizational goals, conditioned by the ability to satisfy 

some individual need”. Baron (1983) supported the idea that “motivation is 

compilation or arrangements of procedures and processes involved in the push and 
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pulls forces that reinforce the actions towards reaching a certain goal”. Motivation 

resembles psychological phenomena that stimulates individual’s behaviors and 

encourages them to take actions towards particular goals (Kreitner & Fagan, 2001). 

Usually, the practice of motivation begins with determining a need(Arnolds & 

Boshoff, 2001) debated that a needs-related model of the motivation’s process is 

under the control of attentive and unconscious recognition of needs. The needs belong 

to the factors that can create wants in human being, which turn into desires to achieve 

specific goals and becomes essential part to generate motivational strategies. Nzuve 

(1999) considered motivation as “the willingness of an individual to put high levels of 

effort to accomplish business objectives, conditioned by the capability to fulfill some 

personal needs”. Robbin (2001) defined motivation is a scale to measure enthusiasm, 

direction, and continuations in reaching goals of individuals. Motivation of every 

single individual is dissimilar and causing the diversity’s tendency in the selection of 

work. Purwanto (2006) stated “motivation refers to a process that affects a person's 

choice of the various forms of activity, which they are desired”. Therefore, motivation 

as the process that clarifies passion, direction, and perseverance of effort to 

completing a goal of individual. (Cury et al., 2008) also agreed that motivation is 

intensity and course of behavior. Motivation also viewed as an art with an aim to 

encourage persons willingly to work and guide them to behave in a proper manner so 

that accomplishes their duties (Maduka & Okafor, 2014). Akkermans et al. (2016) 

defined work motivation includes three facets intrinsic work motivation, extrinsic 

work motivation, and motivation to stay in present organization without thought of 

dropping out. In terms of intrinsic motivation, Deci (1972) argued that an individual is 

intrinsically motivated if (s) he intends to perform the work for no apparent rewards 

or recognition, except for performing the activities in job or the work itself. That 

individual likes to engage in these activities, as (s) he perceives positive feelings from 

what (s) he is doing(Deci & Ryan, 2000) . Differently, extrinsic motivation to work 

majorly is controlled by outcomes, rewards and recognition that are external from the 

task (Deci & Ryan, 2000) Motivation to continue to work in current organization can 

be understood as the willingness to continue working in the same workplace and free 

from thinking finding another position from outside or move to another company. 
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Moreover, motivation is the most essential factor that stirs human being to 

achieve his or her goals, guiding them to concentrate on the success’s path regardless 

any challenges that might happen. This success includes both personal and 

professional goals and targets (Baumeister & Voh, 2004). Herzberg (2017)  agreed if 

work motivation of employees is received with fully consideration, it is easy for 

leader or supervisor to understand the respective attitudes and behaviors of their 

employees. Keeping an eye on employee’s motivation in what he or she is doing, as 

predicted, is an extensive challenge management since no one shares the same desires. 

Summary: All organization are trying to advance the quality of their services, 

products to complete planned achievements. One of the effective ways to get there is 

having motivated human resources as a vital element for the sustainable development 

for both individual and organizational level. Still, it such as a challenge to find the 

common definition to define “work motivation” due to human nature can be explained 

in many ways and it is depended on the perception of each researcher and theorist. 

Generally, motivation is a source of definite force that encourage an individual doing, 

performing and determining what and how they accomplish their work. Motivation 

can measure the willingness and voluntary to work in the same workplace and 

concentrate for the contribution to their current organization. Three dimensions of 

work motivation are intrinsic work motivation (an individual works because they love 

what they are doing), extrinsic work motivation (an individual works because they 

predict the outcomes that they will get if it is done well) and motivation to stay in the 

organization.  Managers and leaders should acknowledge that motivation among 

employees is dissimilar; therefore, identifying what factors affect work motivation in 

organization is the necessary task to invest regularly.  

 

 The Importance of Motivation 

 

There is no way to make people work hard but motivate them. Therefore, it is 

necessary for employees to acknowledge why they have to work with full dedication 

and for what. Every single individual in the same organization is motivated by very 

distinctive ways (Shahzadi et al., 2014). “If employees are motivated and happy, they 

will do to the work to the best of their ability instead of just doing it because they 
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have to” (Ryan & Deci, 2000). Employee’s motivation is estimated as the most vital 

factor for all organization to complete achievements whether they are private 

organizations or public bodies (Chintalloo & Mahadeo, 2013). 

In workplaces with full of furious changings like today, organizations need or 

require nothing but high-motivated workforce (Jasmi, 2012). Motivation is the 

fundamental indicator that fruitful organizations practice to sustain their durability as 

strong assistance for continuity(Pamela & Oloko, 2015). Motivation provides the 

organization the right guidance, means and accolades so that employees are inspired 

and interested in the work that they are doing since motivation is the procedure that 

evokes, animates, governs and supports an individual's behavior and performance 

(Luthans, 1998). Motivation is the source of encouragement that pushes individuals to 

work or perform actions leading them to achieve tasks or duties without requiring any 

close supervision. De Cenzo and Robbins (1996) stated that people who are motivated 

put far greater source of efforts in their performance than those who works without 

any motivation. (Maduka & Okafor, 2014) agreed motivation as a process of awaken 

behavior, maintaining behavioral progress, and channeling specific behavioral 

actions, thus, motives (including needs, desires) inspire employees to do their work 

properly. 

According to Blanchard and James (2007), no matter how much an employee 

is capable with skills, knowledge, salaries and talents, will not finish the work 

excellently if they are not motivated enough. Highly motivated employees play an 

outstanding role as the competitive pros for any organization since their performance 

boots to perfect completion of organizational goals. Understanding which factors 

motivating employees in work is one of the vital missions in management. Even 

though it is impossible to motivate individuals straightforwardly, still it is essential to 

perceive how to identify what others are motivated to do, with the focus on letting 

employees free in identifying their own prosperity while working in the organization 

(Bruce & Pepitone, 1998). Since the competent performance is possible with 

committed employees that can be accomplished through motivated ones only. 

“Motivation in work is a central driver of success for any organization, regardless of 

public or private sector, which is why numerous attempts and efforts have been made 

in various disciplines to theoretically explain the emergence, persistence, and decline 
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of individual motivation levels. Motivation acts as a predictor of individuals’ 

behaviors and performance, all of which in turn contribute to organizational 

performance. More specifically, motivation determines the direction, intensity, the 

power of endurance of behaviors” (Heckhausen, 1989) and condition that 

strengthening employees to achieve the goals in their workplace (Mangkunegara, 

2009). Motivation can also be clarified as an element that encourages a person to do a 

set certain activity; therefore, motivation is frequently interpreted as a determinant 

driving an individual's behaviors or actions. Besides, motivation is reported 

significantly impact on the increasing productivity of employees (Cole, 2002). As the 

result, Alqusayer (2016) recommended motivation should be considered as a key 

concept to understand individuals’ expectations and needs. 

Until now, how to utilize employee’s motivation is still a controversial topic in 

the field of Human Resource Development. For the maximum utilization of human 

resources, managers need to understand its implication as well as distinctive issues 

concerning motivation of personnel. Without exception, employees start career in a 

workplace, they have many expectations and hopes to stay long and tie with the 

organization and if their expectations are met, getting more motivated and performing 

much better will be occurred in employees (Beer & Walton, 1984). Motivation can 

provide employers the instructions with appropriate direction, resources with methods 

so that employees are inspired and interested in working as the way they want. It 

comes with no surprise, “How public managers can motivate their employees?”  is 

one of the three “Big Questions of Public Management” (Behn, 1995).  

Summary: No one can deny the importance of work motivation in workplace, 

no matter in Public or Private Organizations. In another word, motivation of human 

resources plays a critical role in the sustainable development of every single 

organization. If employee is motivated well enough, he or she will try his/her best to 

do their job to achieve both individual and organizational goals without close 

supervision. Therefore, managers or leaders should pay more attention to maximize 

the work motivation of their workforce as much as possible. However, it is a 

challenging task as the same time, if the ways or tools to motivate employees used 

improperly, the demotivation would happen as the consequence. Primarily, it is 
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necessary to understand and identify factors affecting the degree of motivation among 

employees and then apply it in managerial applications.  

 

 Theoretical Background 

 

There are many different theories of motivation that built from the first days 

until now. Managers and leaders in organization should consider and focus not only 

one but also some various theories of motivation as the result of this concept’s 

complexity. We must acknowledge that there is no single solution or answer to the 

question how to motivate employees to work hard in their workplaces. Various 

theories illustrating many motives, which affect employees’ behavior and 

performance. Each theory provides different framework of how to motivate 

employees as well as supports a primary background for review the most effective 

motivational style for researchers, leaders or managers. It is extremely difficult, even 

impossible to pinpoint the needs of employees in particular because of differences in 

personality and circumstances of each person as an independent individual. In some 

cases, people even do not know what their own desires are. They might not reveal 

them even if they know. Therefore, a careful review of motivation theory was 

mandatory to decide sound strategies for studying motivation (Ozguner & Ozguner, 

2014). Motivation has always been a continuous concern of human society, as the 

result, a large number of published works and researches confirmed the concepts of 

motivation have been invested since ancient Greece and this concept keeps being 

mentioned and studied continuously up to the present day (Behnaz, 2013). Within the 

study scope, this research mentions only one core theory of motivation: Maslow’s 

Hierarchy of Needs. The content of Maslow’s theory generally maintains the 

consideration that if an organization wants to have motivated workforce, the 

organization must satisfy the needs of its employees(Lussier, 2000). Maslow’s theory, 

which included in content theories of motivation, explained motivation with regard to 

basic human needs’ satisfaction (Greenberg & Baron, 2003). After that, a baseline set 

of needs provided the driving source of encouragement for individual’s performance 

(Dunford, 1992). Until now, Maslow’s theory is one of “the best-known explanation 

for employee motivation” (Robbins & Judge, 2009).  
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Based on the development’s flow of motivation, motivational theories 

developed in the mid-1900s by Abraham Maslow. Maslow’s theory is salient not only 

because the theory is the foundation for the development of contemporary theories but 

also until nowadays, thousands of researchers from different countries still apply 

Hierarchy Needs in their motivational studies (Quynh, 2019) . Maslow Theory is an 

“old but gold” theory for all researchers.  

Summary: From the beginning of motivational studies, there are many theories 

referred to the approach to understand work motivation. Depending on the factors 

such as economic, political, societal situation that an organization belong to, managers 

and leaders can consider applying the suitable theory to apply. In some organizations, 

they are required the combination of two theories to explain internal situation. On the 

other hand, in another organization, only one theory is just right for the explanation 

for the examination of what is happening the inside that organization. Vietnam adopts 

a unique party-state regime (Phuong et al., 2018) would be fixed with the hierarchical 

pyramid of Maslow’s Needs Theory. Moreover, Maslow’s Hierarchy of Needs is a 

classic and basic theory that became a concrete foundation for follower theorists to set 

up their new theories. From the point of view of author, this research is also the one of 

the first work in terms of investigate work motivation in HCMC DOHA, choosing a 

basis and sound theory such as Maslow’s theory is the rational decision.   

 

2.3.1 Abraham Maslow’s Hierarchy of Needs Theory  

 

Maslow (1943) theory about human needs is marked as one of the most 

notable theories that receives great attention in every review literature works related 

to work motivation all the time. Maslow was the first theorist explaining human 

being’s needs in motivation theory. The theory building by the conclusion that he 

summed up from considerations of hundred cases of individuals came to him for 

assistance while handling difficulties in personal lives. Maslow proved that the needs 

of humans follow a hierarchy of prepotency and these needs are different depending 

on the person, the situation, space and time. In accordance with Maslow, the hierarchy 

of needs includes five levels of needs, in ascending level. Maslow emphasized once a 

lower level of needs is satisfied, the next level of needs must be active to motivate 
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individual. Individuals must satisfy from a lowest-level of needs before approaching 

highest-level as that satisfied lower-level of needs will not motivate the individual 

anymore. The lowest-order needs, beginning with the physiological needs, dominate 

human motivation and behaviors until they satisfied. Then individuals get the needs at 

the next higher and higher levels until reaching the highest level of needs at the top of 

the hierarchy. Maslow emphasized that higher-level of needs would appear only if the 

lower needs are already satisfied. However, it does not require totally 100% needs in 

lower level meet to active the next level. In Maslow (1970) words: ... “For instance, to 

assign arbitrary figures for the sale of illustration, it is as if the average citizen 

is satisfied perhaps 85% in physiological needs, 70 percent in safety needs, 

50 percent in love needs, 40 percent in self-esteem needs, and 10 percent in self-

actualization needs" (27-28). 

 

 

 

Figure 2.1 Maslow’s Hierarchy of Needs 

 

- Physiological Needs:  

Physiological needs are needs for worry-free from basic needs such as hunger, 

thirst, sleepiness. Physiological needs including needs for the survival and 
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maintenance life of human being (food, water, clothing, medicine, education, sexual 

satisfaction, etc.). It is shown physiological needs are set in the lowest stage as the 

common need of all individuals. Maslow claimed that the higher-level of needs would 

never appear unless the physiological needs are satisfied first. It is understandable to 

state that the employees will be unmotivated when their income is not enough for 

daily lives to meet their basic needs or heavy workloads keep them away enough 

sleeping time. 

- Safety/ Security Needs:  

Safety/ Security needs are needs to be free from the threat of economic 

insecurity and physical dangers and fears. Safety/security needs are referred in 

both mental and physical conditions. People desire the protection to live in a 

safe environment without any potential dangers or dangers including various 

kind of risks such as war, natural disasters, hazards, crisis and dangerous 

animals, etc. Safety needs confirmed through the requirement for strong 

protection, survival and for stability in life like having a place to settle down, 

staying in a secure neighborhood, protecting by-laws, receiving sufficient 

salary, holding medical insurance and so on. Health insurances, retirement 

policies, savings plans, etc. also belong to the safety needs’ elements. 

Especially, many people perceive security from religious belief (worship to 

God, Allah or Buddha for example), philosophy because safety needs in this 

case named as spiritual safety.  

- Social Needs:  

Social Needs are needs for love, affection, and belonged to social units 

or groups. These needs are shown through findings such kind of relationships 

like friendship, fellowship, love, marriage, or being membered in teams or 

groups. The shortage in social needs can cause some serious mental illnesses 

such as depression or autism. It is easy to get the idea that people always want 

to live and work together, share ideas with each other, and of course, 

loneliness will kill people. 

- Esteem Needs:  

Esteem needs refer to self-esteem and self-respect. Including some 

indicates such as confidence, independence, achievement, competence, 
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knowledge, etc. When one is stimulated spiritually in the workplace for his or 

her achievements, that person will be willing to work harder and more 

productively. Esteem needs are the next level of needs after "social needs". 

After being an official employee in an organization, employee always wants to 

receive respect from their co-workers in the group as well as appraisal from 

supervisor to prove their "position" or worth in team.  Esteem needs are one of 

the high-level psychological states and hurting someone's esteem is considered 

as an unacceptable manner. 

- Self-actualization Needs:  

Self-actualization needs are highest order needs of humans to be work 

and achieve self-fulfillment in some areas of endeavor or purpose (such as 

artistic creativity or a profession). Self-actualization is a need that an 

individual perceives that he or she "was born to do". For self-actualization 

needs, employee desires for self-fulfillment, seeking for professional growth, 

experiences in what they are doing, self-potential acknowledgment from 

coworkers and supervisor. Consequently, in workplace, the employee needs to 

be happy and satisfied about what he is doing in suitable position that will fit 

his/ her capacities, abilities with transparent potentials for career development 

and promotion as well. Employees in these high ranks of needs likely try their 

best to maximize knowledge, skills to perform their job in the perfect way.   

Maslow’s Hierarchy of Needs theory could be put into use in studies of 

employee motivation (Greenberg & Baron, 2003). Levels of needs affecting 

work motivation of employees such as salary, welfare, working conditions, 

promotion and nature of work. Leaders or managers in an organization can 

advance work motivation of staffs or employees by satisfying their needs or 

expectations. When all the needs are satisfied, an employee, who is free from 

those worries, will work harder to complete assigned workload and be 

responsible for the work.   

Maslow’s theory is well-known globally because of its practical 

significance in workplace (Ajila, 1997). For example, physiological needs are 

viewed such as space, brightness and temperature in workplace, overall, as 

working conditions; safety needs as regards work practices or the security of 
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work; social needs in grouping close-knit teams; esteem needs through 

accountability and acknowledgment; and self-actualization needs in terms of 

room for creative and challenging tasks. This is particularly applicable in the 

context of developing countries like Vietnam. 
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Table 2.1 Relating Maslow’s Needs Hierarchy with Factors in Organization 

 

Needs Level General 

Rewards 

Factors in organization 

Physiological 

Needs 

 Water, food, sleep time  •  Income 

• Comfortable working 

conditions  

• Clean and hygiene food court 

or cafeteria  

Safety and 

Security 

Needs 

Protection, stability and 

safety 
• Safety working conditions and 

environment 

• Job security  

• Organization’s policies 

Social Needs Love, 

belongingness, 

cooperativeness 

• Friendly and supportive 

coworkers 

• Good relationship between 

supervisor and employees 

• Associations  

Esteem Needs  Self-esteem, self-respect 

and status  
• Social recognition 

• Job status 

• Feedback of what employee 

had done 

Self-

actualization  

Growth and advance in 

work, creativity and 

freedom 

• Challenging job 

• Room for creativity and 

freedom in performing work 

• Achievement  

• Growth in the organization 

 

Source: Cherrington (1994) 
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2.3.2 Maslow’s Needs Hierarchy and SCARF Model 

 Recently, one of the modern and attractive topics for leaders and 

managers is the Neuromanagement- scientific approach of management exploring the 

managerial, economic and behavioral processes, from brain-based activity’s 

perspective and the way it reacts, with mental processes (Parincu & Recuerda, 2020). 

Among latest researches, David Rock's SCARF model is based on the fact that, 

generally, the brain is focused on sustaining and enhancing rewards and keeping away 

from negative actions and experiences (Rock, 2008). The model targets five 

categories as: Status, Certainty, Autonomy, Relatedness, Fairness or in short SCARF 

model. 

The question that the author wants to figure out is that whether or not 

Maslow’s Needs Hierarchy covers five categories of SCARF by creating the table of 

comparison as below:  

Table 2.2 Related of Maslow's Theory and SCARF Model 
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Maslow’s Needs 

Hierarchy SCARF 

Factors in conceptual model  

(of this study) 

Self-esteem 

Needs: 

Refer to self-

esteem and self-

respect. 

Status: refers to 

individual’s sense 

of importance 

relative to others in 

workplace for 

example. 

Rewards systems: reward system is the 

official combination of policies, 

strategies, and practices in organization 

for rewarding employees in the line with 

abilities and contributions and 

achievements of them by giving various 

flexible types, levels of pays, benefits and 

so on(Armstrong & Taylor, 2017) with 

Recognition: Recognition is “the timely, 

informal acknowledgment of a person's 

or team's behavior, effort or business 

result that supports the organization's 

goals and values and which has been 

beyond normal expectation" (Harrison, 

2013) 

Safety Needs: 

Needs to be free 

from the threat of 

economic 

insecurity and 

physical dangers 

and fears. 

Certainty: refers to 

the need for clarity 

and the ability to 

make accurate 

predictions about 

the future. 

Job Security: “an individual remains 

employed with the same organization 

with no diminution of seniority, pay, 

pension rights, etc.” (Meltz, 1989) 

Self-actualization 

Needs 

Autonomy:  a sense 

of control over the 

events in personal 

life and the 

perception that 

one’s behavior has 

an impact on the 

outcomes of a 

situation.   

Job Characteristics: five-core features of 

job characteristics are task significance, 

task variety, task identity, autonomy and 

feedback(Hackman & Oldham, 1974a)  
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Source: Compared by the author. 

 

Basing on the table of comparison above, it can be said that SCARF Model 

and Maslow’s Theory is related to each other.  In another word, Maslow’s can explain 

the SCARF Model so well. From there, the selected factors (in conceptual model) are 

generalized to understand more about the motivation of civil servants in Public 

Organization (for example Autonomy is one of the characteristics that belonged to Job 

Characteristics). Moreover, David Rock- father of SCARF Model, working and 

designing the model in the developed country, where the employees are commonly 

satisfied with their working conditions (physical conditions for example). However, in 

Vietnam, work conditions (belongs to Physiological Needs in Malow’s Hierarchy) are 

underrated in some organizations causing the low level in motivation and satisfaction 

of staffs. The content of Malow’s Theory mentioned the needs of human beings as the 

core for the theory, still so right to explain the factors that influence the work 

motivation of white-collar staffs in 21st century.  

 

Summary: The Hierarchy of Needs 

The needs of a human being are illustrated as a pyramid, which presented the 

needs in hierarchical order. There are five levels of needs: physiological needs, safety 

needs, social needs, esteem needs, and self-actualization needs. The lowest level in 

the pyramid is human beings’ basic needs and up to the top, there are complex needs, 

the highest level of needs is self-actualization. Maslow's theory is the foundation for 

Motivational study. To enhance job performance of workforce, organizations should 

Belongings Needs 

Needs for love, 

affection, and 

belonged to social 

units or groups. 

Relatedness: sense 

of close connection 

to and security with 

nearby people.   

Fairness: refers to 

non-discrimination 

in judgment and 

non-biased. 

Supervisor Support and Coworkers 

Support: Relationship with coworkers 

and support from supervisor are two 

factors directly affect the work 

motivation of employees in organization. 

Friendly and supportive working 

environment is what every employee 

deserves to perceived.  
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try to meet at least some demands of employees (demands that belong in needs such 

as physiological needs; safety needs; social needs; esteem needs; self-actualization 

needs) (Maslow, 1943) and come up with strategic policies or regulations to motivate 

those employees in their work, especially in public agencies (Wright, 2007) . The five 

level of needs represented by Maslow’s hierarchy is possible to apply in the various 

organizational contexts as an instrument to motivate employees. Last but not least, the 

author also tried to relate the Theory with the trendy SCARF Model to see if Malow’s 

Hierarchical of Needs still possible to apply to understand work motivation in 21st 

century or not. According to the result, Malow’s Theory is a good theory to construct 

a model aiming predict factors affecting work motivation of workers in organization.  

 

 Job Satisfaction and Job Performance 

 

2.4.1 Job Satisfaction 

 

According to George and Jones (2008), job satisfaction is “the collection of 

feelings and beliefs that people have about their current jobs. People’s levels of job 

satisfaction can range from extreme satisfaction to extreme dissatisfaction”. Besides, 

job satisfaction is considered as “a positive feeling about a job resulting from an 

evaluation of its characteristics”(Robbins & Judge, 2009) , while Nelson and Quick 

(2009) defined “a pleasurable or positive emotional state resulting from the appraisal 

of one’s job or job experiences”. 

Lee (2007) considered job satisfaction is a pleasurable emotional state that 

employees feel happy and pleasure about work finished with the apparently capable of 

objectives and orientations. The satisfaction of individuals is the level of loving the 

job or trying to continue their work (Herzberg, 2017). Besides, Job satisfaction is 

defined as “a pleasurable or positive emotional state, resulting from the appraisal of 

one’s job or job experience” (Locke, 1976). According to Terranova (2008), job 

satisfaction is the positive feelings of individuals related to their work and when 

expectations and the outcomes are met. According to Togia et al. (2004), employees’ 

job satisfaction is fulfilled when the organization’s condition fitted the needs of them 
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and then reflecting their attitudes toward work. In a common sense, they will perceive 

job satisfaction as long as their needs in the job are satisfied.  

Therefore, job satisfaction is an attitude resulting from how employees 

perceive their work to deliver the value is considered as crucial part for themselves 

and their organization. A definition of Spector (1997) about implicating the way 

individual perceive their job and dissimilar aspects of their own job is recognized as 

the most common used definition for job satisfaction. It is the extent to which whether 

employees like (satisfied with) or dislike (not satisfied with) their jobs. Robbins and 

Judge (2018) defined that job satisfaction refers to an individual’s overall attitudes to 

his or her job. An employee with high job satisfaction will keep a positive attitude 

toward the job, whereas employees, who are dissatisfied, always have negative 

attitudes about what they are supposed to do. According to Dessler (2019), job 

satisfaction is an emotional response to different facets of work. In another point of 

view, Schmidt (2007) proposes that job satisfaction, which is a variable that 

employees should bear in mind to have a clear and effective direction for the labor in 

the organization, reflects how individual feels about the job in general, as well as 

various aspects of that job.  

Job satisfaction is considered as one of the most crucial elements in life of 

individual (Vallejo et al., 2001). Basing on human aspect, employer must treat their 

employees fairly with respect and dignity inside or outside the workplace. Meanwhile, 

in behavioral aspects, understanding job satisfaction can guide employees’ behaviors; 

it will affect their performance and organizational responsibilities as well as lead to 

positive working behaviors (Spector & Jex, 1988). Ellickson and Logsdon (2002) 

mentioned job satisfaction as the magnitude to which employees like the work that 

they are doing. Besides, Schermerhorn (1993) (cited in (Mosammod Mahamuda 

Parvin, 2011)) agreed job satisfaction as a feeling or emotion of employee response 

into numerous facets of his or her work. Reilly (1991) quoted “job satisfaction as the 

sensitivity that a worker has about his job or a general attitude towards work or a job 

and it is influenced by the recognition of one’s job”. Wanous and Lawler (1972)  

refers job satisfaction is the combination of satisfaction in each facet across all facets 

of a job. Singh and Sinha (2013) stated that we could understand that job satisfaction 

as the attitude or job satisfaction can be practiced to the activities in employee’s job. 
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Besides, it can be known as an attitude that gained more and more information about 

the workplace, usually acquired over the time of working. Job satisfaction is the most 

studied topic in the literature because of the importance of it in organizational study 

field. According to Vroom (1964), job satisfaction emphases on the role of employee 

in the workplace. The happier the individual feels about what they are doing, the 

higher level of job satisfaction is. Linz (2002) assumed that positive attitude towards 

work will increase organizational commitment and job satisfaction as well as 

advanced performance of the individual. Shaikh (2012) also agreed that job 

satisfaction is witnessed only if that employees really enjoy their work, when they are 

happy in workplace and when they get positive feeling after appraisal of their job. 

Therefore, job satisfaction is emotional adjustment on the part of individuals 

toward roles of work that they are doing currently. Hoppock (1935) defined job 

satisfaction as any compromise of circumstances in three aspects physiology, 

psychology, and environment when an individual sincerely to say, “I am satisfied with 

my job”. Job satisfaction specified how pleased an individual is with his or her 

employment (Mosammod Mahamuda Parvin, 2011).More importantly, job 

satisfaction closely connected with various organizational phenomena such as 

motivation or demotivation, level of performance, transition in leadership style, 

attitude, conflict, etc. (Mosammod Mahamuda Parvin, 2011). It is presumed that 

employees would be more fulfilled with their job if they are satisfied and enjoy what 

they are doing (Noah & Steve, 2012). Many theories in literature sources such as like 

Affect Theory, Dispositional Theory, two factor theory (also called Motivator-

Hygiene Theory) and Job Characteristics Model mention job satisfaction as the core 

concept. Nelson (2006) once proved that satisfied workforce is the most precious 

treasure of organization. The frustrated or disheartened employees would negatively 

influence the willingness to performance the job with their best efforts and skills. 

Therefore, the unsatisfied employees are less faithful to the organization, which 

influences their personal performance and consequently the performance of the whole 

organization. According to Schevman et al (1988) quoted (cited in (Eyare, 2012)), 

“dissatisfaction may result to absenteeism, lateness to work, and behavior that are 

detrimental to the organization”.  
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Ramayah et al. (2001)stated job satisfaction is the answer for the question of 

how employees are lighthearted to go to work every day and to perform their jobs 

with their best mood. What are the reasons making an employee feel happy when 

doing work and not to resign the job? Many researchers depict job satisfaction as 

being one of the explainable outcomes of the employees’ appraisal of extent to which 

the work conditions can fulfillment their needs (Dawis & Lofquist, 1984). According 

to Locke (1969), job satisfaction is the gladness in state of emotional, results from 

many reasons such as the accomplishment of the goals or the contribution for the 

development and success of an organization through his/her performance. Job 

satisfaction supports of great importance in a company or an organization, especially 

those that highly estimate the employment of a huge number of employees. The 

explanation is that job satisfaction “is an indicator of how well a person is doing his or 

her job” (Ethica Tanjeen, 2013).  

Commonly, the global approach and the composite approach are two common 

approaches to measure job satisfaction. The global approach assesses measure job 

satisfaction based on an overall affective reaction toward individual’s job. Otherwise, 

the composite approach assesses the personal point of view regarding differential 

facets of the job for example colleagues, values, work conditions, characteristics of 

the work, organizational policies and procedures, income, and supervisor support 

(Spector, 1997). Individuals’ degree of satisfaction across facets is not always positive 

related; employee may be very satisfied with the support from their supervisor, but 

dissatisfied with fringe benefits for example, employee may satisfy with the policies 

of their policies, still resigns because of continuous conflicts with coworkers and so 

on.   

With advent the onset of globalization, the prominent challenge for managers 

and leaders is execution of effective human capital strategies to amplify 

organizational performance, therefore, “pressure to perform” the value of satisfied 

employees becomes much more crucial than ever before. Job satisfaction identifies 

that how much happy an individual is with his/her job. For a long period, job 

satisfaction has remained as a debatable topic in the study of management, 

psychology and especially in organizational behavior study as well as human resource 

management. 
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Summary: Job satisfaction is the set of feelings or behaviors that an individual 

or an employee has about the job that he or she is doing. The level of satisfaction in a 

job can be ranged from extreme dissatisfaction to extreme satisfaction. When job 

satisfaction is referred, means an individual perceives the positive feeling or 

pleasurable in the workplace with current job. An employee perceives a high level of 

satisfaction would keep positive attitudes about the job and behave properly with 

people among their work environments. In contrast, unsatisfied employees are lazy, 

aggressive, less faithful, which negatively influence on the development of that 

organization. Previous researchers confirmed job satisfaction has close correlation 

with motivation, job performance, personal attitudes and conflicts in organization. Job 

satisfaction can be measured by general approach based on the effective reaction of an 

individual or composite approach, which included facets of job.  

 

2.4.2 Employee Job Performance 

 

The first and foremost consideration in business companies or public/ private 

organization is the effective performance of workforce, therefore, more and more 

researchers devote their time and efforts to understand deeply this topic (Shokrkon, 

2001) . Most of them believe that job performance is a collection of behaviors and 

activities performed during working to achieve the goals and targets of the 

organization by employee (Motowidlo & Schmit, 1999). Job performance is the 

amount of experiences gained from the type of job of individual (such as from 

training’s program, producing and servicing activities) (Rashidpoor, 2000). 

Furthermore, job performance is the same as individual’s excellence in job according 

to completing tasks, showing efforts and resulting in successfulness (Babu, 1997). Job 

performance can be defined as how skillful, excellent, and creative in completing 

individual’s job and missions.  

Performance is the quantify and qualify of work’s outcome achieving by an 

individual or a team in an organization, following the authority and duties of their 

responsibilities, in an attempt to accomplish all organizational goals legally, not 

against the law with morals and ethics (Mangkunegara, 2009). According to Gomes 

(2003), employee job performance in organization is specified as an accumulation of 
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production results in an unambiguous job function or activity over a certain term. 

Employee job performance refers to the behaviors those are proper to the 

organizational goals and those can be under the control of the employees (Phillips & 

McCarthy, 2012). Employee’s job performance is also a consolidation of capacity, 

attempt, and chance, which recognized by observing the results of his works or his 

achievements (Sulistiyani & Rosidah, 2009).  

Employee’s job performance is reflected as representative factor affecting the 

profitability of any organizations (Bevan, 2012). The follow-ups of poor job 

performance will cause a dramatically downer to the organization with productive 

inefficiency, expediency, and ruination of the overall competency of the 

organization(Cooke, 2000).Deci and Ryan (2000) declared workforces, who have 

poor level of motivation, are internally and externally dangerous to the organization 

because they refuse to go the extra mile or put extra effort to maintain the stability or 

develop for their organization leading to the fluctuation in organization with 

ultimately underperforms. Viswesvaran and Ones (2000) approved that employee job 

performance is one of the main cores value of the workplace nowadays.  

According to Koopmans and de Vet (2012) conclusion, task performance, 

contextual performance, and counterproductive work behavior (CWB) are three 

dimensions of employee job performance. Task performance includes behaviors 

related quantity and quality of work, skills and knowledge of job (Rotundo & Sackett, 

2002) such as the way employee plans, organizes and prioritizes with result-oriented 

to perform the work efficiently. Contextual performance can be identified as the 

willingness with functional-technical core to support the organizational, social, and 

psychological environment (Borman & Motowidlo, 1993) such as showing efforts, 

assisting peers and team performance, collaborating, and sharing (Rotundo & Sackett, 

2002). CWB can be defined as behaviors that have no positive effect to the stable 

development of the organization (Rotundo & Sackett, 2002) for instance absenteeism, 

off-task behavior, and substance abuse (Koopmans et al., 2011).  

Performance is a foremost factor because unquestionably employee’s job 

performance steers to favorable outcomes for organization and performance is salient 

for the individual as completing duties that lead to satisfaction for certain (Muchhal, 

2014). The upsurge performance of both individuals and groups should be the core of 
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attention in an attempt to upgrade organizational performance (Mathis & Jackson, 

2004). Most importantly, the employee who has a high performance is the one that is 

motivated to take advantage of his capacity to get excellent results. Dulebohn and 

Ferris (2016) argued that determining employee’s performance is the pivotal function 

of Human Resource Management (HRM) in any organization. It is true in many 

developed countries; assessing performance of employees the most vital duty HRM 

subsystems (Ikramullah et al., 2012).  

Summary: Nothing but excellent performance is the result that employers want 

to see from their employees. It can be said that performance is the collection of 

behaviors and activities of an individual during their work to accomplish or achieve 

specific goals and targets. Performance is the outcome of efforts that an individual 

puts in their work not only for their individual but also for the success of the 

organization. Furthermore, performance is illustrated by the creativity and flexibility 

in the way of accomplishing work because of the unexpected things always happen in 

every tasks. If employees just repeat their job rigidly without creative or critical 

mindset, autonomy in deciding the way they will do the work, their performance 

would not be impressive compare to those who those always find innovate and 

effective ways to solve problems. Task performance, contextual performance and 

counterproductive are three dimensions of job performance.  

 

 Proposed Hypotheses 

 

In the context of globalization and rising competition in the labor market, 

human sources are becoming crucial element for the development of organization. To 

gain competitiveness with other organizations in the same or different industries, 

organization is required to further their employee’s force with advanced capacity. 

Therefore, nowadays, human resource managers in organizations are paying far more 

attention in enhancing work motivation of their employees. Furthermore, when 

employees are motivated well enough, they will be aware of the efforts into work to 

building up their performance with the mediating effect of job satisfaction. Below is 

hypotheses development to construct the framework model for this research.  
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2.5.1 Working Conditions and Work Motivation 

 

‘‘Working conditions are created by the interaction of employee with their 

organizational climate, and includes psychological as well as physical working 

conditions’’(Gerber et al., 1998). Working conditions is considered as factor affecting 

the health and convenience of employees during worktime, including workplace 

facilities, working time, safety and comfort workplace (Dublin, 1995). 

The working conditions can be labeled variously - from those completely relax 

and comfortable to extremely harmful and dangerous to employees’ physical and 

mental health. Working conditions consist of various factors. Working conditions 

generally include the physical conditions around the employee’s work area with all 

conditions that form part of organizational culture as well as the involvement of 

employees with the work itself (Edgar & Geare, 2005). Arnolds and Boshoff (2001) 

agreed factors such as duration of working per day, indoor temperature, ventilation, 

noise; hygiene, lighting, and resources are part of working conditions.  It is not hard to 

figure out that employees prefer working under safe and comfortable working 

conditions (Robbins, 1998). Good working conditions closely related to safety, 

hygiene and suitable working time (Kovach, 1987). Working in an appropriate 

environment, fully equipped, partly satisfying the needs are remarkable condition to 

gain work motivation of employees and increase the productivity of labor explaining 

why comfortable physical environment is connected with work motivation (Yazdani 

& Giri, 2011) . The working conditions are much needed that organization should 

consider carefully to construct a pleasant working space for their employees. The 

current studies claimed healthy working conditions are central motivator encouraging 

workers to work more efficiently and effectively. In Maslow’s theory of motivation, 

safe and enjoyable working conditions have been mentioned as one of the key 

concerns in Physiological Needs (Ashraf, 2019). 

In poor working conditions, mental and physical well-being of employees can 

be disturbed badly. When the employees bear negative perception or feeling for their 

working conditions, they are seemly to be absent from work, suffer stress-related 

illness, as the result, their performance and loyalty with the organization tend to be 

decrease. Poor performance would be resulted by poor working conditions as 



43 

 

employee’s job demand mentally and physically tranquility. On the other hand, 

working in a friendly, honest, and safe conditions, employees will show positive 

behaviors such as the greater productivity, stronger communication among employees 

and their fellows, higher level of creativity, and financial health (Yassin et al., 2013). 

Furthermore, good working conditions could be a source of motivation for employees 

to work better with advanced efficiency(Irons & Buskist, 2008). Positive working 

conditions are reason that make employees feel excited to go to office and sustain 

them throughout the working time. A wide range of studies, which related to work 

environmental field, have been conducted to understand the importance of office 

environment. For instance, the organization should prepare a suitable investment in 

ergonomic tables and chairs to increase outputs of workers(Miles, 2000). 

Additionally, some works examined the impact of work environmental factors such as 

the workstation partitions’ height and thickness, furniture measurements and 

availability of file and work storage area on individual and performance of members 

in a team (Vischer, 2008). Barzoki (2012) confirmed working conditions belong to the 

top factors affecting work motivation. As the result, the following hypothesis is 

presented: 

H1: Work conditions positively impact work motivation of Civil servants in 

HCMC. 

Summary H1: Work conditions are the creation shaped by the interaction of 

employees with physical as well as psychological conditions in the workplace. It is 

proved that the work conditions affect health of employees physically and mentally. 

Work conditions include the tangible elements around work area (facilities and 

furniture, refreshment area), duration of work and the work itself (the amount of work 

in a day). Good working conditions will be a great source of motivation for 

employees to work better and more effectively. Moreover, work conditions, which 

belonged to Physiological Needs of Maslow’s theory, become the first element 

attracted the attention of managers and leaders nowadays. Therefore, work conditions 

are predicted as the factor affects motivation of civil servants positively as H1.  
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2.5.2 Job Security and Work Motivation: 

 

Job security is a typical type of assurance that an individual’s employment will 

continue in the future undersigned contract or legislation. Job security is also defined 

as perceiving the feeling of holding stable work position and the guarantee of a job's 

duration in the long period of time as well as the absence of threatening of losing 

work or becoming unemployed(Arabi, 2000). Moreover, researchers have different 

definition of job security. Meltz (1989) defined the term job security, as “an 

individual remains employed with the same organization with no diminution of 

seniority, pay, pension rights, etc.”. Whereas, Herzberg (1968) described job security 

as the term to which an organization supports durable hiring for employees working 

in that organization. Meanwhile, Probst (2003) defined job security as “the perceived 

stability and continuance of one’s job as one knows it”. In the workplace, employees 

might want to be challenged and handle new tasks or missions as the way to motivate 

themselves. However, ultimately, they want a job with high level of security. 

Especially in a world with full of speedy changes, employees are facing more sources 

of worries in the stability of their employment such as being replaced by younger 

generations who fresh out of well-reputation domestic universities, even foreign 

universities or by others having more experiences and higher educational degrees. 

According to Tang and Chiu (2003), the pursuit of job security implies that one tries 

to satisfy basic needs that is the security and safety needs in Maslow’s Hierarchy of 

Need; therefore, job security helps fulfill safety needs of employees (Ashraf, 2019). 

Job security is considered as an evidence of a certain standard of living may increase 

only internal control, however, it may become a source of support to employees and 

encourage to the motivation crowding-in (Chen & Hsieh, 2006).  

Job insecurity, contract with job security, which is the main source job 

stressor, because it “influences a much broader range of feelings, attitudes and 

behaviors than those related simply to performance” (Hartley, 1990). Research has 

shown if individual suddenly experience loss of job, their level of stress, traumatic, 

and disruption in life would be dramatically increased (Greenhalgh & Rosenblatt, 

2010). Once employees lack of faith about stability employment in organization, they 
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may suffer lots of stress and will choose to withdraw from that stressful situation, by 

lowering in-role, extra-role behavior or leaving current job. Study of Brockner (1988) 

found that job insecurity would lead to a loose relationship of the employer - 

employees. 

When an employee is free from these worries in their job, he/she can feel 

relief and settle into focusing their tasks in the workplace. Therefore, job security is 

one of the vital motivators and when an employee sees a direct correlation between 

their work and the future of the organization. Employees, who perceives high degree 

in their job security, will feel more convinced about the continuity of their 

employment and more certain as well as governable regarding their expectation 

(Witte, 1999). Bolt (1983) concluded that employees who strongly perceive the 

security in their jobs are more productive while working than the coworkers who are 

always wondering for how long they can be in the current work. Based on social 

exchange theory, employees are enthusiastic to work hard to enhance their 

performance purposing pay back their employers for their kindness of giving them 

jobs with security. Moreover, job security is a relevant factor in employees' health 

(Kuhnert et al., 1989) both physical as well as psychological wellbeing (Burke, 1991) 

which drive to work motivation in the workplace. Following Maslow Need's 

Hierarchy, security and safety is the second level of employees' needs after basis 

psychological needs.  

In general, jobs in public sector are more stable compared to those in the 

private sector are since governmental agencies almost never die and diminish in these 

agencies less frequently than private firms downsize is. Several researchers have 

found the same result that governmental careers are especially attractive to security-

seeking workers (Baldwin, 1990). In the case study of Muhammad (2012) about 

determinants of employee motivation, job security is one of the motivational factors 

of employees in workplace. Khan et al. (2017) also reported that job security 

generated work motivation among employees. Based on the literature it is 

hypothesized that: 

H2: Job security has a positive effect on work motivation of Civil servants in 

HCMC. 
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Summary H2: Employees might want to be challenged or dealt with new tasks 

or missions during working in an organization. However, not every challenge is 

highly evaluated, especially the insecurity in work. In another work, employees 

consider the security in what they are doing. Job security as the assurance that an 

employee perceives the stable employment in the future and give him or her feeling to 

hold the position without threating of losing work or being unemployed. Job security 

is one of the motivators when they predict the correlation of their work and future 

with organization. Furthermore, job security can be observed through the effort of The 

Executive Board in developing a successful organization from the employees’ 

viewpoint. In Maslow’s Hierarchy of Needs, job security belongs to the safety Needs. 

Therefore, job security is considered as the factor positively influence work 

motivation of civil servant as the H2. 

  

2.5.3 Supervisor Support and Work Motivation 

 

Supervisor, who is one of the administrative officers, generally takes 

responsibility for controlling or guiding activities in a business, government or school 

unit or operation toward the success. The supervisor position refers to one's 

immediate superior and responsible for productivity in the workplace. Nobody else 

but supervisor can make or break employees' day. Supervisor support is defined as 

perceives of employees concerning the degree their supervisors care about their well-

being as well as value or appreciate their contributions (Eisenberger & Sowa, 1986). 

In the organization, supervisors take responsibility for giving direction and evaluating 

performance of their in charged subordinates. Thus, employees usually consider 

feedback from their supervisor as part of the organization’s orientation.  

The supervisor is the person who can create a work environment in which the 

employees choose to work with motivation or not. Supportive supervisory behaviors 

can help to increase the degree of work motivation in employees. Support of 

supervisor combines the roles of supervisor including task-oriented behaviors 

(through direct and evaluate employees’ performance activities) and relationship-

oriented behaviors (such as consider employees’ contributions, understand about 

wellbeing and interests of employees, and maintain interpersonal relationships) 
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according to(Eisenberger et al., 2002). Supervisory support is defined as notions of 

employees that their supervisors will be there and support them enough work-related 

assistance and thanks to those sources of support, they can perform their work 

smoother and more effective.  

Supervisor support includes four dimensions named emotional support, 

instrumental support, role modeling behaviors, and creative work-life management (L. 

Hammer et al., 2009). Emotional support from supervisor is perceived when the 

supervisor recognizes and pays attention to emotional changes of their subordinates or 

their work-life demands. Emotional supports involve the extent that employee can talk 

and share their personal concerns, family-related problems with the supervisors and 

receive the understanding, sympathy and respect for their supervisors. Supervisor 

demonstrates Instrumental support when he or she acknowledges the demands of 

employee’s work-life on a daily basis or, as it is really matter, showing the flexibility 

in rearranging schedule, interpreting the organization’s policies and managing daily 

work to assist work-life balance for the employees. When supervisor demonstrates the 

integrate work-life behaviors on the job, (s) he is practicing role-modeling behaviors 

for their employees. Supervisor provides the examples, strategies of behaviors that 

employees believe it will lead to the fruitful the outcome in both work and life. 

Bandura (1977) stated that learning of people majorities from the observation of 

others than through the direct experience according to Social learning theory. Last but 

not least, creative work-life management considered as the fourth dimension of 

supervisor support, is illustrated when a supervisor reorganizes an importance of 

restructure work to facilitate in order to increase employee effectiveness on the job 

and off the job. 

Buble et al. (2014) agreed that support of supervisor enhances organizational 

goal achievements by boosting work motivation in every employee who working in 

that organization. Thahier and Risani (2014) supported the idea of Buble et al. (2014) 

that supportive supervisor builds up employee job satisfaction, employee motivation, 

and organizational performance levels altogether. Kouzes and Posner (2010) 

mentioned the behavior of a leader accounts for 25% of why his employees feel 

productive, energized, effective and motivated during time they work in organization. 

Weichun et al. (2004) explained that the relationship with the supervisor would affect 
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the psychological condition of employees in the workplace. In the research of 

Richmond and McCroskey (2000), they discovered that the immediacy of the 

supervisor was related to both job satisfaction and work motivation of employees. For 

that reason, the behavior of supervisors can have a remarkable influence in not only 

employees but also the organization as a whole since supportive supervision is 

belonged to Social needs in Maslow’s Theory (Ashraf, 2019). 

Research by Cedefop (2012) confirmed working under employee's authority in 

an organization does not encourage employees to improve their skills or motivate 

them to learn but reducing their work motivation. Rather than making decisions or 

giving guidance, the supervisor is considered as the most and forwards in boosting 

motivation and positive self-confidence in work for employees. The impact of 

supervisors in the workplace on employee’s motivation is immeasurable. Pater and 

Lewis (2012) recommended supervisors should continually give consistent expressed, 

nonverbal messages as ways to appreciate the participation and contribution of 

employee. Feeling valued and appreciated by the supervisor is the key to increase 

work motivation and create positive morale for every employee. According to Matej 

ČErne and Miha (2014), employee work motivation is the result of an exchange 

process happening between supervisor and employees. Asegid A (2014)  also agreed 

that successful organizations require supervisor support to create a motivated and 

productive workforces. Bonenberger and Wyss (2014) concluded that supervisor 

support positively influences employee work motivation. Accordingly, the following 

hypothesis is proposed:  

H3: Supervisor support has positive influence on work motivation of Civil 

servants in HCMC.   

Summary: in any organization, an employee must work under the authority or 

supervision of at least one supervisor. The supervisor is responsible for the 

productivity of department or organization, who has the power to create motivated or 

demotivated workplace for their subordinates. Supervisor support can be illustrated by 

many facets such as emotional support (care about the feeling or state of emotions of 

their employees), instrument support (give feedback and instruction related to work, 

flexible in managing schedule), role model behavior (being a role model of successful 

individual in and off work) and creative work-life management (balance the 
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employee’s wellbeing with organization’s success). In Maslow’s Hierarchy of Needs, 

Social Needs cover the support from supervisor and support from coworkers. That 

explains why supervisor support plays a crucial role in motivating employees to work 

with full of concentration and inspiration. From those evidence, perceived support 

from supervisor is predicted to have the positive impact on the work motivation of 

civil servants as H3. 

 

2.5.4 Coworker’s Support and Work Motivation  

 

Co-workers are group of employees who hold the same rank with each other 

in department belonged to an organization. Co-workers are essential part of the 

working environment, and most of employees expect to work with their coworkers in 

friendly and harmonious environment(Ali, 2013). Therefore, employees pursue warm, 

supportive relationships with others as social support in their workplace. Fiedler Fe 

(1977) stated that coworkers' relationship is relation including the friendship, 

acceptance in-group, empathy and loyalty built up among the members.  The 

relationship with coworkers in the organization regardless of public or private is one 

of the factors that have powerful effect on work motivation. Coworker support is ‘‘the 

extent to which employees believe their coworkers are willing to provide them with 

work-related assistance to aid in the execution of their service-based duties’’(Susskind 

& Borchgrevink, 2003). According to Reio and Ghosh (2009) and Bagraim and Hime 

(2007), coworkers in the organization should support each other technically, 

emotionally and socially. Relationship with coworkers is the combination of the 

relationship among individuals in an organization. Relationship with coworkers along 

with supervisor is the Social Needs (Belonging Needs) in Maslow’s Hierarchy of 

Needs. Relationship with coworkers in organizational context can be reflect by the 

support among them. No matter how large the size of organization is, working with a 

team including many members or coworkers is the must require element in the 

division of labor. Harmonious interactions and cooperation between an individual and 

their coworkers, as well as the bond among employees with each other positively 

affect individual's organizational commitment and work motivation(Ahmed, 2010). 

Work motivation will increase when every individual in the organization has a tight 
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and bonded relationship with one another. The support from coworkers can help 

employees solve job-related problems or issues, reduce source of stressors as well as 

free from emotional exhaustion, therefore, support from coworkers influences job 

attitudes and job performance of employee(Cho & Johanson, 2008). Ray (1987) 

agreed that sharing work stress with coworkers could give employees a sense of 

friendship and teamwork spirit, which adds significant value to their work 

environment. Coworkers support includes caring coworkers, giving them tangible aid, 

and/or providing and sharing them with useful work-related information or 

constructive feedback(Lori J.Ducharme, 2000),(Parris, 2003). Sajjad et al. (2013) 

predicted one of the antecedents of employee motivation is teamwork or 

collaboration. The more harmony within a team is, the more conveniently collective 

goals will be achieved with the consensus of all member (Robbins & Boyle, 2013) 

.Kangas and McKee-Waddle (1999) make it clear that a supportive working 

environment among colleagues is a factor that affecting employee's motivation. 

Similarly, with the relationship with supervisor, employees also need support from 

coworkers when needed, a comfortable, friendly and sharing working environment 

with their fellow employees (Hills & Owens, 1971). Friendly and supportive 

relationship with co-workers in workplace has been found to have a positive influence 

on the level of motivation of individual(Ladebo et al., 2008). From the observation in 

the reality, employees prefer to work in an organization embracing friendly working 

relationships with coworkers, peers, and others in the hierarchical ranks in workplace; 

then they seek for belonging in formal and informal work groups. Relationship with 

coworkers is social needs “wax and wane on the strength of our personal relationships 

and our participation with others in the organization” (Maslow, 2000).Therefore, 

working in organization that provides sense of belonging can motivate employees to 

work with higher level of productivity (Miller & Lee, 2001). 

At the same time, employees would be motivated when they see their 

coworkers are dedicating in the work to carry out the best results. Finally, their 

coworkers in the workplace must be trustworthy or believable (Ralph & Connel, 

2001). Based on the foregoing review and previous researches, it is hypothesized that: 

H4: Coworkers have a positive influence on work motivation of Civil servants 

in HCMC. 
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Summary: Employees have to work with and share the environment with their 

coworkers who in the same rank in one department. Beside supervisor, the individual 

interacts with their coworkers almost their working time, therefore, no one else but 

coworkers influence the feelings and behaviors of that individual. All employees 

during working in an organization desire a friendly and harmonious relationship with 

their peers or coworkers. Support from coworkers is considered as the powerful 

element affecting the motivation of the individual, explaining warm and supportive 

relationship in the workplace should be considered carefully. Coworkers can support 

each other by tangible support through advice or work-related information and 

emotional support such as encouragement and so on. Support from coworkers also 

belongs to Social Needs in Maslow’s theory. As the result, support from coworkers 

positively influence work motivation of civil servants is set up as H4.   

2.5.5 Rewards and Recognition and Work Motivation 

Individuals usually compare both their inputs (such as working-experience, 

efforts and educational background, tenures) and outputs (salary, feedbacks or 

rewards) with others’ (Timothy P. Summers, 1990). That is the reason for the question 

why organizations should create an effective and suitable reward system with 

recognition practice to encourage all employees to work harder because of incentive 

compensation that rewards their efforts (Huselid, 1995). Flynn (1998) agreed rewards 

and recognition could maintain high spirits of employees, increase moral, and link 

employees’ motivation with their performance. The purpose of rewards and 

recognition is to define a system to pay, communicate employees and relate their 

rewards to their performance at work. Rewards also refer to the relation between the 

organization and the individual in which human resources are considered as the value 

of that organization (Chen & Hsieh, 2006). There are many definitions of reward 

systems and they are depended on the nature of the organization. According to 

Armstrong and Taylor (2017), reward system is the official combination of policies, 

strategies, and practices in organization for rewarding employees in the line with 

abilities and contributions and achievements of them by giving various flexible types, 

levels of pays, benefits and so on. The basic purpose of giving rewards and designing 

suitable reward system are motiving employees to work, to achieve, and to complete 

the goals successfully. There are many employees appreciate monetary rewards for 
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efforts they did put in the job, other employees want to be accepted as a member in a 

group when they completed challenging tasks. Employees want to be encouraged in 

their work by their supervisor and coworkers; in addition, they deserved to be 

recognized because of their achievements and contributions for organization (Yukl, 

2012). While designing rewards system, the organization should clearly specify 

objectives and goals of organization to be achieved and the specific behaviors or 

contributions with performance that will lead on rewards with carefulness. The reward 

system with rationality, leaders or employers in management committee can shape 

behavior of employees’ and time to achieve organization’s goal at once (Chijioke & 

Chinedu, 2015). According to Fay and Thompson (2001),“Reward system have a 

critical role in determining the organization’s ability to attract high potential 

employees and to retain high performing employees to achieve greater levels of 

quality and performance”. Rewards are tools of management contributing to the 

organization’s effectiveness by influencing the behavior of an individual or that in-

group. Many organizations use such kinds as promotion, pay, bonus or other types of 

rewards to motivate and encourage performances of employees. Rewards are one of 

the management tools that influence the effectiveness of organization by enhancing 

behavior or individual or group. 

Recognition is “the timely, informal acknowledgment of a person's or team's 

behavior, effort or business result that supports the organization's goals and values 

and which has been beyond normal expectation” (Harrison, 2013). There are many 

forms to recognize deserved employees such as thanks, praise, respect, a safe work 

environment or the right tool to do their job. Recognition is the highest needs 

according to many experts while a reward that includes the financial and 

compensative benefits cannot be the sole motivator. Employees are fully motivated 

only if all their needs are satisfied. Recognition is "Esteem needs" in Maslow's 

hierarchy of Needs theory. Some researchers suggest that rewards and recognition 

should be combined and complemented each other (Cooke, 2000) cause cash awards 

is not always a truly effective way in long-term to motivate employees (Ghosh, 2016) 

and recognition itself is not sufficient either. Therefore, the phrase "rewards and 

recognition" was defined as “benefits as increased salary, bonuses, and promotion, 
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which are conferred as a public acknowledgment of superior performance concerning 

company’s objectives” (Khan et al., 2017). 

Ali and Ahmed (2009) proved a significant relationship between rewards and 

recognition and work motivation. Hofmans et al. (2013) found out that the 

combination of three values:  psychological and financial rewards along with and 

recognition is antecedent of employee motivation. Vuong and Sid (2020) stated even 

though most employees appreciate monetary rewards for well-done job they 

performed, others simply need to be recognized as a part or a member of a group 

when they completed a good job. Oosthuizen (2001) emphasizes as long as employees 

are willing to go for extra miles and put more efforts towards the development of 

organization and they are rewarded for it, that organization does achieve success in 

the actual sense (La Motta, 2005). According to Ciscel (2004) , an organization 

without rewards or recognition for employees, it is the serious drawbacks of the 

system because rules require supervisors to give “encouragement reward” that praises 

a well-done accomplishment or achievement in job. Flynn (1998) concluded that 

rewards and recognition can light up spirits in employees, create a linkage between 

performance and motivation of the employees and boost up their moral in work. 

Results in the research of Ali and Ahmed (2009) reflected the relationship between 

rewards-recognition and motivation. The study also revealed that if rewards and 

recognition offered to employees suitably, then there would be a positive change not 

only in work motivation but also in satisfaction. Based on previous empirical 

evidence, hypothesis is developed as below: 

H5: Rewards and recognition positively influence on work motivation of Civil 

servants in HCMC. 

Summary: Rewards and recognition are the output that an individual receives 

from accomplishment tasks or duties, and contribution to the development of an 

organization. Rewards and recognition are a factor that maintain the positive spirit in 

working and link between work motivation and performance of employees. Each of 

the organization has a different system of giving rewards to their internal employees 

and the purpose of rewards system is to encourage the employee toward advanced 

work performance as well as boost the motivation to work harder and more 

effectively. Recognition, which is different but closely related to rewards, is informal 
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acknowledgment for an individual or team when the accomplishment of tasks is far 

successful than expectation. Rewards system ad recognition in organization must be 

fair and transparent so that no employees perceives any unfairness or biases. Previous 

researches proved the fair rewards system and recognition are related to the work 

motivation of employees; moreover, rewards and recognition belong the Self Esteem 

Needs in Maslow’s theory. From above evidence, rewards and recognition are 

assumed as the factor positively affecting work motivation of civil servants as H5. 

  

2.5.6 Job Characteristics and Work Motivation 

 

Job characteristics are the combination of jobs’ objectives, particularly the 

degree to which jobs are designed to increase both internal work motivation and the 

job incumbents’ satisfaction (Hackman & Oldham, 1974a). Generally, five-core 

features of job characteristics are task significance, task variety, task identity, 

autonomy and feedback, which stated positively correlate with job’s behavior such as 

motivation, job satisfaction and job performance (Hunter, 2006) . Skill variety is 

referred when individual has to use various and different skills and talents to perform 

the job or a part of the job(Buys et al., 2007). Task identity requires from a worker to 

understand that it is necessary to complete all the tasks in the job from beginning to 

the end without interrupting or pending whereas feeling of worker for his job that it 

meant a lot for his coworkers, the customers( or citizens, communities) and the 

development of organization because of its directly influence upon them is defined as 

task significance (Hackman & Oldham, 1974b). When the employees are given an 

acceptable freedom and power to practice their own authority in decision how they 

will do their job is the next feature of job characteristics named autonomy (Buys et 

al., 2007). When an employee receives clear and straight forward information about 

how well performance on his job it is known as feedback in job (Hunter, 2006). Scott 

and Cummings (1969) predicted significant behavioral consequences might be 

attributable to variations in task design. Specifically, the more interesting, attractive 

and challenging work will motivate employees to self-explore, learn, improve 

knowledge skills to get the job done in the best way. Employees who acknowledge 

their work is important and meaningful or have a strong impact on other people are 



55 

 

also seemly to be both happier and more productive in their works. Kovach (1987) 

agreed that an interesting job is one that manifests diverse, creative, challenging 

characteristics then provides chances and opportunities to use advanced to maximize 

personal skills and competencies, the job performed by an employee is perceived to 

be inherent to increase the level of work motivation. Challenging work, which 

encourages employees utilize working skills, knowledge, and intelligence to handle 

with complexities involved in job, creates the opportunities to be creative and 

advanced on accomplishing the individuals and organizational goals. Job 

characteristics mean to fulfill the highest needs as self-actualization needs in 

Maslow’s Hierarchical pyramid (Shahrawat & Shahrawat, 2017). There is a 

correlation between intelligence and motivation because if the job without the 

perceived element of challenges, it may cause demotivation to outstanding and 

excellent employees (Khan et al., 2017). Kivimäki and Koskinen (1995) concluded 

that employees' work motivation is closely related to the diversity of jobs. Therefore, 

employees performing diverse jobs will be more motivated than those who keep doing 

repetitive and boring task. Spector and Jex (1991) agreed that the job characteristics 

could be an antecedent of employees’ work motivation. Formerly, Perry (2014) 

suggested the characteristics of a job might influence motivation of individual who is 

working on it. In the similar vein, Juhdi and Saad (2007) found out the fact that job 

characteristics increase motivation, satisfaction, and effectiveness of employees in 

their workplace, especially, considered as a principal indicator influencing the degree 

of employees’ motivation. If public-sector jobs are embraced more meaningful and 

various characters as mentioned, government may have more competitive advantages 

and potentials in motivating its workforce (Perry & Wise, 1990) and  the 

characteristics of work had a super strong impact on employee motivation. Therefore, 

the hypothesis is suggested: 

H6: Job characteristics have a positive impact on work motivation of Civil 

servants in HCMC. 

Summary: Job characteristics are objectives of a specific job; therefore, each 

types of jobs embrace dissimilar characteristics. In general, significance of task, 

variety of task, identity of task, autonomy in work and feedback from work are five-

core features of job characteristics. The clearer employees perceive their job’s 
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characteristics, the higher motivation and responsibility are observed among them. 

Demotivated is the most visible behavior to be observed when an excellent employee 

has to do boring and repetitive work without any creativity and autonomy in deciding 

what and how (s) he does their daily work or receiving no single feedback in work. 

Perceiving exactly job characteristics is considered as one of the core factors in the 

highest level of Needs in Maslow’s theory (Self-Actualization Needs). As the result, 

job characteristics is hypothesized as the element impact work motivation of civil 

servants as H6.   

 

2.5.7 Work Motivation and Employee Job Performance  

 

Since employees are “backbone”(Baloch & Shafi, 2016), only the organization 

and its employees or human capital can use of other resources in the organization, the 

process that contribute to organization performance. Employees work well when they 

are motivated, which make motivation essential to employee’s job performance. One 

of the toughest challenges that managers are struggling is how to encourage 

employees to do their best, during all organization’s ups and downs, to encourage 

them to perform at a required or expected standard as supposing of organization. An 

employee, who is motivated, is always conscious of the targets and goals of the 

organization to be achieved and tries to reach them all with efforts (Baloch & Shafi, 

2016) . Job performance is an amalgamation including four variables: capacity, task 

understanding, environmental surroundings, and motivation(Mitchell, 1982). 

Consistently, in order to perform well, employees are required to have enough 

comprehension and tools to do the job as well as the willingness to perform what 

asked from them. Hence, motivation can be overall equated with activity and the 

understanding of motivation unravels to be a condition to the triumph of any 

organization. Inside workplace, motivation must be considered in very careful manner 

because if employees are not properly motivated, it will affect the individual 

performance then employee will be dissatisfied with their work. As the result, 

organization performance would be negatively affected by caused behaviors such as 

high employees’ turnover, poor performance, absenteeism, high rate of conflicts; 

more seriously, the organization might fail to reach targeted goals and goes to the 
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bankruptcy. Researchers studied in human behavior proved that people would fell 

happy, active, integrating and productive in working if they are well motivated 

(Vroom, 1964). In another circumstance, poorly motivated employee shows their 

unhappiness with what they are responsible, are more serious to the organization in 

terms of poor performance, tend to express excessive turnover or even absenteeism. 

Motivating employees is a foreshadowing that manager uses to enhance work 

performance of their employees. Motivated employees are defined to be very 

concerned in identification of their goals and objectives. In this way, employee’s job 

performance and motivation are the essential factors in order for an organization to 

move forward strongly and continuously. Most organizational heads, supervisors, 

managers acknowledge that motivation leads to an improvement in performance and 

raise productivity. Otherwise, wrong motivational method can cause dissatisfaction 

among employees then at the very end it will lead to a poor performance. It is through 

motivation that employee’s willingness towards a work is increased. In order for an 

upsurge organization’s productivity, efficiency and development, the organization 

must first understand employees’ motivational indicators and support their self-

esteem regarding their respective work for better performance. Urichuck (2002) (cited 

in (Bhuyan & Goswami, 2017) acknowledged the fact that motivated employees are 

those willing to work and apply all their abilities to achieve missions, goals, as a 

result, increase the capability and success of the organization. Employees in 

organization, who perceive work motivation when their needs are fulfilled, will 

perceive a high degree in performance as obviously consequences. Motivated 

employees tend to be more committed to their current organization and consequently 

putting much more efforts for showing attractive outputs(Ono et al., 1991). The 

majority of researchers believes that performance of employees can be utilized by 

enhancing their work motivation, ethical behaviors in a positive organizational culture 

(Kawara, 2014). Hasibuan (1994) (cited in (Fakhri et al., 2014)) concluded job 

performance is the result of employees completing assigned tasks with high skills, 

experience, and sincerity. In public administration, one of the most imperative 

outcomes of motivation is the behavior of civil servants expressed in manners or 

behaviors such as enhanced work involvement, increased commitment to the public 
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institutions, gentleness and politeness in giving services to the citizens and, without 

any doubt, work performance. 

Motivation and performance are two vital factors for the success of an 

organization. If there are any changes that occur in the external environment even the 

small one, the organization needs to change because it may motivate or demotivate to 

achieve a competitive advantage. For this reason, the only thing employers expect is 

employees who are skilled and competed in stable situation and patience in crisis time 

(Latt, 2008) . In organization, motivation plays an essential role such as enhances the 

productivity of employees and the personal and organizational goals can be achieved 

efficiently. Motivation can change the behavior of employees in organization. 

However, the level of motivation differs in an individual depends on differential 

situations(Robbins & Sanghi, 2005). 

According to Gomes (2003), employee performance is defined as a set of 

production outcomes in a specific job function over a certain period of time. Wagar 

(1998) explained that organization could have more chances to be successful and can 

compete with other organizations in the same or even different industry when it has a 

motivated, proficient and satisfied labor force that can produce not only quantity but 

also quality products and services with cost effective. Inayatullah and Jehangir (2012) 

proved that there is a positive relationship between motivation and job performance. 

In addition, Lăzăroiu (2015) emphasized employee motivation has a link with 

employee performance is an antecedent of organizational profitability. According to 

Bradley (2004), majority of the researchers recognized that there is an apparent 

relationship between motivation and employee’s job performance and if employees 

are motivated, they will produce better products or services. Robbins and Judge 

(2007) also agreed motivation has a positive and significant impact on employee’s job 

performance. 

A study was done by Asim (2013) concluded that if employees are motivated 

well then, their performance would be upsurge. Grant (2008) confirmed motivation 

imposes employee positive outputs for example performance and productivity. 

Further, motivated employees are more involved in their work and jobs and are highly 

willing to take responsibilities. In the research of Shahzadi et al. (2014), the results 

showed that there is a significant and positive relationship existing between employee 
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motivation and employee performance. Stirs (1991) states “the higher motivation and 

more positive attitude toward job, the higher performance he will have, vice versa”. 

Broni (2012) concluded in the research that there is a significant relationship between 

motivation and employee performance. Zammer et al. (2014) confirmed that 

motivation plays a vital role in employee performance and Alderfer (1972) showed 

the same result that work motivation has a positive and significant influence on job 

performance of employees. From the discussion above, the hypothesis is proposed: 

H7: Work motivation has a positive effect on Civil servants in HCMC 

performance. 

Summary: Advanced employee’s job performance, which decides the success 

or failure of an organization, is a combination of capacity, task understanding, 

conditional surroundings and motivation. Managers or leaders can predict how well 

their subordinates’ performance by behaviors, willingness in accepting challenging 

tasks, emotional care and support their coworkers with work-related information, in 

general, the work motivation of employees. In another work, motivation is an 

essential role in enhancing productivity and success for an organization. Many 

researchers proved work motivation is one of the antecedents of job performance. For 

those arguments, H7 is the prediction of work motivation positively correlated with 

civil servants’ job performance.  

 

2.5.8 Work Motivation and Job Satisfaction 

 

Many researchers have proved the existence of the relation between job 

satisfaction and work motivation in global contexts; however, the scarcity in the 

number of this work with local environment is the fact that we need to consider.  

Prior researchers agreed on one of their common findings is that job 

satisfaction was depended on work motivation. In addition, nothing but motivation 

leads people to their job satisfaction. Locke et al. (2014) evaluated the effectiveness 

of work motivation as a result of internal and external factors that encourage the 

employee to perform with more eager and excited feeling which result into the 

satisfaction in work. Kovach (1987) tried to invest in the relationship; the importance 

to support the necessities of life motivates which equivalent in return for the inputs to 



60 

 

create satisfaction in employees from their jobs. Work motivation creates job 

satisfaction by which employee would be more committed with job and then they 

affect performance of his/her. Studies of Singh and Tiwari (2012), Tella et al. (2007), 

Saleem et al. (2010) revealed similar findings in various contexts that a positive 

relationship between employee work motivation and job satisfaction was 

demonstrated. Based on the findings from the research conducted by Brown and 

Sheppard (1997) , the author predicted that employee motivation could significantly 

improve employee job satisfaction. Moreover, further research findings of De Sousa 

Sabbagha et al. (2018) determined that employee motivation, job satisfaction are 

interrelated. Therefore, the hypothesis is stated as: 

H8: Work motivation has a positive influence on Civil servants in HCMC 

satisfaction. 

Summary: work motivation and job satisfaction are two similar terms in 

organizational field. However, in general, we can understand that motivation is the 

willingness or source that push an individual to work and stick with their 

organization. On the other hand, job satisfaction is referred the temporary feeling that 

an individual gets during doing the current job. Work motivation and job satisfaction 

are acknowledged to have interrelation, meaning motivation influences job 

satisfaction in some contexts and job satisfaction impacts work motivation in others. 

However, in this research scope, the work motivation is considered positive affecting 

job satisfaction among civil servants as Public Organizations in Vietnam is focusing 

on motivation rather than just satisfaction in work. H8 is the prediction of work 

motivation has influence on job satisfaction in civil servants basing on the results of 

previous empirical researches. 

  

2.5.9 Job Satisfaction and Employee Job Performance 

 

With increase nonstop in competition, organizations have recognized 

importance of understanding both employee’s satisfaction and performance in 

procedure of developing their personnel to be a competitor in this global marketplace 

(Ahmed, 2010) and paying attention in study employee’s job satisfaction is crucial 

task explaining job satisfaction is the vital factor in improving and developing 
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organizational performance and competitiveness. If workforce perceive high level of 

job satisfaction, that organization will enhance the productivity specifically and 

organizational performance as general. The level of performance will be impact by 

the satisfaction of that person with his or her job. The attractive concept is that happy 

workers will surely more productively compare to those who work with no 

satisfaction or dissatisfaction. Organ (1977)  based on the social exchange theory, 

agreed that workers who experience high job satisfaction in their job may fell 

appreciate to reciprocate or repay to the organization. He explained that form of 

reciprocation would be very high in performance, then fulfilling an exchange 

outcome, which lead result in an effect called “satisfaction causes performance”. 

Davar and RanjuBala (2011)  also confirmed individuals who are satisfied with their 

current jobs would be improved to become productive ones.  

According to Pugno and Depedri (2010) showed the relationship between job 

satisfaction and employee’s job performance is proved. Their research illustrated that 

job satisfaction found to be positively correlated with job performance among 

employees. As the performance of employees enhances, it will influence both 

performance and ultimately productivity of the organization. Robbins and Sanghi 

(2005) stated that job satisfaction is an individual's general positive attitudes and 

behaviors towards his work. Moreover, employees with high degree job satisfaction 

will work in positive mood and ready to learn more skills and knowledge, which lead 

to promotion in their job performance. Babin and Boles (1996) also confirmed that 

job satisfaction relates to the significant influence of job performance. 

Ayodele and Olorunsola (2012) and Inuwa (2016) expected that the 

productivity of any organization will be achieved by high level of job satisfaction 

workforce. Other researches were done by, Yi (2008) ,Lee (2010) ,Chen and Hsieh 

(2006) , Zimmerman (2009), Ouedraogo and Leclerc (2013), shared the similar result 

from their researches is a positive relation between job satisfaction and job 

performance confirmed. From the results of review and prior researches, the H9 is 

hypothesized as:  

H9: Job satisfaction have a positive influence on employee’s job performance 

in servants in HCMC.  



62 

 

Summary: Along with work motivation, job satisfaction is the decided factor 

for the success and development of an organization. If employees work with positive 

feeling such as happy, active, and energetic, the productivity in their work can be 

shown without any doubt. However, the individuals perceive any dissatisfaction in the 

workplace; they will performance their work with miserable state of mind, create 

conflict with their peers or even show frustration with their supervisor. The Social 

Behavior Theory proved that if an employee satisfies with his or her work, he or she 

would try to focus on the work as the way to thank their organization for what 

provided. The positive effect of job satisfaction to employee job performance is 

proved in so many prior researchers in not only Public sector but also private sector 

and startup companies. Therefore, H9 is stated as job satisfaction affects job 

performance among civil servants positively.   

 

2.5.10  Job Satisfaction as a Mediator of the Relationship between Work 

Motivation and Employee Job Performance  

 

Previous studies have demonstrated that motivation is linked to vital work-

related outcomes, such as job-satisfaction Liu and Tang (2011), Wright (2007) & 

Pandey and Stazyk (2008) . A number of previous researches supports the idea that 

job satisfaction and job performance are positively associated with each other. For 

instance, Vroom (1964) , Okpara (2002), Silla et al. (2005),  Schermerhorn J (2005) 

,Spector (2008) and Davar and RanjuBala (2011) investigated the relationship 

between job satisfaction and job performance; they shared the same results in finding 

a direct association between the two. Leroy et al. (2015) and Frank and Lewis (2004) 

clarified that the positive toward their job and higher motivation, the higher 

performance will have.  

Moreover, Leroy et al. (2015) also clarified job satisfaction, higher motivation, 

the higher performance related to each other significantly. Ayundasari et al. (2017) 

found that work motivation has influenced employee performance mediated by job 

satisfaction. Linking the associations outlined above, the author argues that there is a 

livelihood that job satisfaction mediates the relationship between work motivation and 

job performance. Basing on review, the hypothesis is hypothesized as:   
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H10: Job satisfaction mediates the relationship between work motivation and 

job performance of civil servants in HCMC. 

Summary: H10 is the hypothesis, which is linked H8 and H9, predicted the 

relationship among three variables work motivation, job satisfaction and employee 

job performance. As above arguments, motivation affects the level of satisfaction, 

meanwhile, job satisfaction is positively related the productivity or employee’s job 

performance. Besides, motivation influences job performance of employees 

mentioning as H7. All relations are proved by many empirical researches and studies. 

Therefore, in this research, job satisfaction is considered as the mediator for the 

relation of work motivation and performance as H10. 

To sum up, from the above hypotheses’ development, a research model is 

proposed in the study including ten hypotheses. Particularly, the study will test for six 

independent variables (Work conditions, Job security, Supervisor support, Coworkers 

support, Rewards and recognition, Job characteristics), an intervening variable (work 

motivation), and a dependent variable (job performance), and a mediator job 

satisfaction effecting the relationship between intervening variable and dependent 

variable. The hypotheses framework and conceptual model are proposed as below: 

Hypotheses Framework:  

H1: Work conditions positively affect work motivation of Civil servants in Ho 

Chi Minh City Department of Home Affairs (HCMC DOHA). 

H2: Job security has a positive effect on work motivation of Civil servants in 

HCMC DOHA. 

H3: Supervisor support has positive influence on work motivation of Civil 

servants in HCMC DOHA.   

H4: Coworkers support have a positive influence on work motivation of Civil 

servants in HCMC DOHA. 

H5: Rewards and recognition positively influence on work motivation of Civil 

servants in HCMC DOHA. 

H6: Job characteristics have a positive impact on work motivation of Civil 

servants in HCMC DOHA. 

H7: Work motivation has a positive effect on Civil servants in HCMC DOHA 

performance. 
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H8: Work motivation has a positive influence on Civil servants in HCMC 

DOHA satisfaction. 

H9: Job satisfaction has a positive influence on employee’s job performance in 

servants in HCMC DOHA. 

H10: Work motivation has a positive effect on performance of Civil servants in 

HCMC DOHA through job satisfaction as a mediator. 
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Table 2.3 Hypotheses Summary 

 

 Dependency Correlation 

1 Work conditions ➔  Work motivation Positive 

2 Job security  ➔ Work motivation Positive 

3 Supervisor support ➔ Work motivation Positive 

4 Coworkers support  ➔ Work motivation Positive 

5 Rewards and Recognition ➔ Work motivation Positive 

6 Job characteristics  ➔ Work motivation Positive 

7 Work motivation ➔  Job performance Positive 

8 Work motivation  ➔  Job satisfaction Positive 

9 Job satisfaction  ➔   Job performance Positive 

1 Work motivation  ➔  Job satisfaction ➔ Job 

performance 

Mediating 

effect 

 

Source: Summarized by the author. 

 

 Conceptual Model 

 

The study model used in the study based on Maslow’s hierarchy Needs theory, 

which served as a useful foundation for helping explain factors influence work 

motivation of civil servants. The relationship of work motivation and job performance 

through the mediating effect of job performance is hypothesized by concrete source of 

prior researches.  
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Figure 2.2 Conceptual Model 

 

 Chapter 2: Summary 

In general, the chapter focused on the specific definitions of work motivation, 

job satisfaction and employee’s job performance. Along with that, Maslow’s 

Hierarchy of Needs theory of work motivation was rationally selected as the main 

theory for this study. This theory generalizes a selection of factors that influence 

employees' work motivation, which form the basis for this study to select suitable 

factors for testing in the Vietnamese context, in particular, Ho Chi Minh City 

Department of Home Affairs, Vietnam. In addition, to understand the impact of work 

motivation on employee job performance, the chapter also presented the job 

satisfaction as a mediator. Finally, the thesis proposed in total ten hypotheses that are 

tested to determine which factors affecting the civil servant’s motivation, and 

furthermore to the relationship between work motivation and job performance through 

mediating effect of job satisfaction. The next chapter describes the research data and 

methodology. 



 

 

 

CHAPTER 3 

 

RESEARCH METHODS 

The main purpose of this chapter is introducing the methodology used in this 

study. The research methodology “contains all of the detail on how the research was 

conducted” (Quinlan, 2011) . Therefore, this chapter presents firstly, the introduction 

of the research process. Secondly, the design of the measurement scales applying for 

this research. Thirdly, population, sampling frame, the questionnaire design, data 

collection methods, and sampling design are identified. Finally, the introduction of the 

data analysis method used for reporting the research data, validity and reliability and 

ethical considerations is presented.  

 

 Area of Study 

 

The study is conducted in Department of Home Affairs in Ho Chi Minh city, 

Vietnam. 

 

 Research Approaches 

 

Mixed-method approach (Both quantitative and qualitative approach) was 

used in process of collecting relevant data for this study. In many cases, mixed 

method approach using two approaches is superior compare to the use of either 

qualitative or quantitative approach. The use of both approaches allows the researcher 

to minimize the weaknesses and maximize the advantages of both approaches(Gall & 

Borg, 1989). Viswanath Venkatesh (2013) defined a mixed-method approach is useful 

for measuring data to provide more awareness and insight phenomena of interest than 

using sole qualitative or quantitative method. Research method’s selection is an 

important step because it leads to the results of the study. 

Author reviewed articles in Vietnamese language and identified the problem in 

public organizations is the inferior performance caused by low work motivation, 



 

 

job dissatisfaction. The author came up the conceptual framework and 

questionnaire after literature review then Department of Home Affairs in Ho Chi 

Minh City was selected to conduct this research as a representative organization 

department in HCMC administrative system.  

Firstly, in qualitative approach, two Civil Servants in HCMC and three experts 

in Human Resource Development and Management (Professors in Ho Chi Minh City 

International University and Vietnam Aviation Academy) were invited for the 

interview to review the conceptual model as well as the first draft questionnaire. 

Secondly, author applies the quantitative method to test the relationship 

between independent variables to work motivation, relationship between intervening 

variable work motivation and dependent variable employee job performance through 

job satisfaction as a mediator by numerical data analyzing.  

 

 Research Process 

 

Research process is the preparation of steps for data collection and analysis in 

a way that combines relevance of research purpose with economy in procedure 

(Kothari, 1985). 

First, determining the research problem was the first vital step of this study. 

After reviewing some Vietnamese articles, researches and observing the reality of 

behaviors in public agencies, the author found out that job performance among civil 

servants is the field that should be investigated and work motivation as well as job 

satisfaction, considered as the main influenced factors. To understand deeply about 

the problem, the author did not limit the study in solely finding factors effecting of 

work motivation in the public sector as previously, the relationship between work 

motivation and job performance through job satisfaction as a mediator to give Public 

administrators an overall picture of enhancing job performance among civil servants. 

After reviewing the definition of work motivation and employee performance, 

the author did choose Maslow Hierarchy of Needs as the main theory for this study. 

For the conceptual model, there are total ten hypotheses are designed as: 
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Six independent variables named Work conditions, Job security, Supervisor 

support, Coworkers support, Rewards and recognition, and Job characteristics) 

positively influence the intervening variable (work motivation). 

This intervening variable has a positive impact on a dependent variable (job 

performance) through job satisfaction as a mediator. 

The study is processed through two methods: qualitative research and 

quantitative research. 

 

 
 

Figure 3.1 Research Process  

Source: Proposed by the author. 



 

 

3.3.1 Concerning the Qualitative Research Method 

 

The purpose of the qualitative research in this study was to adjust whether the 

permilinary conceptual model, which was built by author for this study, would 

appropriate fix the public sector in Vietnam specifically in HCMC and to examine 

measurement scales are used. At the same time,  considering the questionaire with 

proper contents that suitable the features of Public sector and ensuring that  terms 

used in the questionnaire would be well understood without any ambigousity. 

The author conducted a pretest using the method of qualitative approach (in-

depth interview). Qualitative research is conducted by interview three experts in 

Human Resource Development (professors in Ho Chi Minh City International 

University and Vietnam Aviation Academy) and two civil servants. The interview 

lasted for 4 weeks and the author interviews them both in formal and informal 

meetings ( online meeting via Microsoft Teams). 

An interview guide is list of oral questions which the researcher can gather 

data through direct discussion with the respondents (Amin, 2005). The oral questions 

are open-ended, and the interviews were semi- structured. The author used interview 

guide because it would give room for probing and making clarification and allowed 

participants express their ideas during the interview.  

The preliminary questionnaire was adopted from prior researches with scale 

measurements for each variable. The preliminary questionnaire originally designed in 

English; the author translated the questionnaire into Vietnamese language with the 

assistance of various English language experts (lecturers and Alumni in Hue 

University of Foreign Languages-Vietnam). The translated questionnaire was 

modified to be clear to understand and to prevent any ambiguities that might happen. 

The detail conceptual model and preliminary questionnaire was shown to key 

informants during interviewing for checking their understanding while answering the 

questionnaire. The author wanted to make sure whether the measurement scales were 

suitable for conducting in Vietnamese Public Sector. 



 

 

 

3.3.2 Concerning to the Quantitative Research Method 

Smartt and Ferreira (2014) identified that the role of quantitative method is 

test for accepting or rejecting any hypothesis. A quantitative method is applied for 

purposes such as testing relationship among variables, contributing data in a numeral 

to test a theory, and examining variable relations (Tarhan & Yilmaz, 2014) . For this 

study, author collects and analyzes primary data from sample population to test all 

hypotheses in conceptual model regarding relationship among variables. The 

quantitative method is suitable for the study to examine the relationships of six 

independent variables with work motivation and the relationship between work 

motivation and variable of job performance through mediating effect of job 

satisfaction. There are two steps in quantitative research: a pilot survey and the main 

survey. The author uses the modified questionnaire completed in the qualitative 

approach to carry out confronting interviews with subjects of the study. The 

quantitative pilot survey aimed to test how the participants understood not only the 

content of the questionnaire but also the interviewees' attitude toward the 

questionnaire. 

The collected data was tested Cronbach's Alpha and Corrected Item-Total 

Correlation by Statistical Package for the Social Sciences - SPSS Statistics 20 (pilot 

test). Next, using the Smart PLS 3.0 software to test factor analysis and the structural 

equation modeling (SEM) is applied to test the model fit and assess the hypotheses 

proposed. 

 

 Questionnaire Design 

 

3.4.1 Measurement Instrument 

From the literature review and research model as referred above, scale 

measurement for each variables in the model were measured by multiple items, which 

were adopted from prior researchers, Measurement Scale Index,  and the results of the 

quantitative research to adequated capture to the domain of the construct.  
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Table 3.1 Measurement Scales 

Variable Code 

No 

of items Original author of scale 

Work conditions WC 5 Roberts (2005) and 

Edgar and Geare (2005) 

Job Security JS 5 Kuhnert et al. (1989) Job 

Security Scale (JSS) 

Supervisor Support SS 5 L. B. Hammer et al. 

(2009) 

Coworker Support CS 5 Lori J.Ducharme (2000) 

Rewards and 

Recognition 

RR 4 Vuong and Sid (2020) 

Job Characteristics JC 5 Hackman and Oldham 

(1974) 

Work Motivation JM 5 Akkermans et al. 

(2016) 

Job Performance JP 5 Koopmans and de Vet 

(2012) 

Job satisfaction JSA 4 Brayfield and Rothe 

(1951) 

Total  43 

 

Source: Summarized from prior researches 

 

3.4.1.1 Working Conditions Scale Measurement 

Work conditions are measured by five items based on prior research of 

Roberts (2005) and Edgar and Geare (2005). Five items are coded from WC1 to WC5. 

 

Table 3.2 Work Conditions Scales 

Coding Work conditions Adapted 

WC1 My working hours are reasonable Roberts (2005) 

WC2 I am never overworked 

WC3 Physical condition in workplace is 

comfortable for me 

Edgar and Geare 

(2005) 

WC4 This organization spends enough money on  
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Coding Work conditions Adapted 

health and safety-related matters 

WC5 My working condition here are good   

 

3.4.1.2 Job Security Scale Measurement 

The Job Security Survey (JSS) Kuhnert et al. (1989); is used to measure the 

Job Security. Five dimensions of JSS are Job permanence (perceived the continuity of 

job in organization), Company growth & stability (perceived the stability of 

organization), Company concern for the individual (perceived the management and 

policies of organization), Job performance (perceived the quality of job), and 

Individual commitment (long-term orientation toward working in organization). JSS 

is used to measure job satisfaction in research of Ashraf (2019). 

Job security is measured by five items based on the research ofKuhnert et al. 

(1989) Job Security Scale (JSS). Five items are coded from JS1 to JS5. 

 

Table 3.3 Job Security Scales 

Coding Job Security Adapted 

JS1 My work meets the company’s standards. Kuhnert et al. (1989) Job 

Security Scale (JSS) JS2 Management is really trying to build this 

company and make it successful 

JS3 This company really makes you feel 

wanted. 

JS4 I’m not really sure of how long my job 

will last. 

JS5 I regard my position as a career rather 

than a job. 

3.4.1.3 Supervisor Support Scale Measurement 

Supervisor support is measured by five items based on the researches of L. 

Hammer et al. (2009). In addition, “My supervisor gives feedback in a way that feels 

safe” is added basing on the results of qualitative research. Five items are coded from 

SS1 to SS5.  
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Table 3.4 Supervisor Support Scales 

Coding Supervisor Support Adapted 

SS1 My supervisor makes me feel comfortable 

talking to him or her about my conflicts 

between work and non-work. 

L. Hammer et al. 

(2009) 

SS2 I can depend on my supervisor to help me 

with scheduling conflicts if I need it 

SS3 My supervisor demonstrates how a person 

can jointly be successful on and off the job 

SS4 My supervisor thinks about how the work in 

my department can be organized to jointly 

benefit employees and the company. 

SS5 My supervisor gives feedback in a way that 

feels safe 

Qualitative 

research 

 

3.4.1.4 Coworkers Support Scale Measurement 

Total five items based on the researches of Lori J.Ducharme (2000) measure 

coworkers’ support, Support from coworkers comprised the following items: 

Three items measure Affective support from coworkers (e.g. “You feel 

appreciated by your coworkers”) and two items measure instrumental support (e.g. 

“Your coworkers are helpful in getting your job done”) these items were measured 

with 5-point Likert scales, ranging from strongly disagree to strongly agree. Five 

items are coded from CS1 to CS5. 

 

Table 3.5 Coworkers Support Scales 

Coding Coworkers Support Adapted 

CS1 You feel appreciated by your coworkers  Lori J.Ducharme 

(2000) CS2 Your coworkers really care about you 

CS3 Your coworkers are friendly to you 

CS4 Your coworkers are helpful in getting your 

job done 
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CS5 Your coworkers give useful advice on job 

problems 

 

3.4.1.5 Rewards And Recognition Scale Measurement 

Rewards and recognition are measured by four items based on the research of 

Vuong and Sid (2020). Five items are coded from RR1 to RR4. 

 

Table 3.6 Rewards and Recognition Scales 

Coding Reward and Recognition Adapted 

RR1 The organization recognizes the significance 

of the contributions I make 

 Vuong and Sid (2020) 

RR2 My supervisors generally appreciate the way 

I do my job 

RR3 The rewards I receive are based on customer 

evaluations of service 

RR4 Reward and recognition are given in a fair 

and consistent manner 

 

3.4.1.6 Job Characteristics Scale Measurement 

Job characteristics are measured by five items based on the researches of  

Hackman and Oldham (1974) . The job characteristics scale was assessed with five 

subscales: skill variety, task identity, task significance, autonomy, and feedback. Five 

items are coded from JC1 to JC5. 

 

Table 3.7 Job Characteristics Scales 

Coding Job Characteristics Adapted 

JC1 This job requires me to use a number of 

complex or high-level skills 

Hackman and Oldham 

(1974) 

JC2 This job involves doing whole and 

identifiable piece of work with an obvious 

beginning and end. 
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Coding Job Characteristics Adapted 

JC3 This job is one where a lot of other people 

can be affected by how well the works get 

done. 

JC4 This job permits me to decide on my own on 

how to go about doing the work. 

JC5 Besides feedback from my co-

workers, this job actually provides clues on 

how well I am doing my work. 

 

3.4.1.7 Work Motivation Scale Measurement 

Work motivation  is measured by five items based on the reseseaches of 

Akkermans et al. (2016)  with two-item measure intrinsic motivation (e.g. “Because I 

feel comfortable in my work”) and two items measured extrinsic motivation (e.g. 

“Because I have to work, anyway I want to have a positive feeling about myself.”). 

and motivation to continue to work (e.g. “I expect to continue working as long as I 

can”) Five items are coded from WM1 to WM5. 

 

Table 3.8 Motivation Scales 

Coding Work Motivation Adapted 

JM1 Because I feel comfortable in my work Akkermans et al. 

(2016) JM2 Because I feel satisfied when I optimize my 

skills at work. 

JM3 Because I have to work, anyway I want to 

have a positive feeling about myself. 

JM4 Because I want to show others how good I 

am at this work. 

JM5 I expect to continue working as long as I can  

 

3.4.1.8 Job Performance Scale Measurement 

Five items based on the research of measure Job performance by Koopmans 

and de Vet (2012) for task performance and contextual performance, and 
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counterproductive work behavior (CWB). This resulted in the four-item IWPQ 

version 0.3. The task performance scale consisted of two items (e.g. “I managed to 

plan my work so that it was done on time”), contextual performance of two items (e.g. 

“I started new tasks myself, when my old ones were finished”) and one item of CWB. 

Five items are coded from JP1 to JP5. 

 

Table 3.9 Job Performance Scales 

Coding Job Performance Adapted 

JP1 I managed to plan my work so that it is done 

on time 

Koopmans and de Vet 

(2012) 

JP2 I had trouble setting priorities in my work 

JP3 I came up with creative ideas at work 

JP4 I started new tasks myself, when my old ones 

were finished  

JP5 I spoke with colleagues about the negative 

aspects of my work 

 

3.4.1.9 Job Satisfaction Scale Measurement 

Job satisfaction is measured based on Job Satisfaction Index (JSI) of  

Brayfield and Rothe (1951) . Four items are coded from JOS1 to JOS4. 

 

Table 3.10 Job Satisfaction Scales 

Coding Job satisfaction Adapted 

JSA1 My job is usually interesting enough to keep 

me from getting bored 

Brayfield and Rothe 

(1951) 

JSA2 I enjoy my work more than my leisure time 

JSA3 Most days I am enthusiastic about my work 

JSA4 I feel fairly well satisfied with my present 

job. 



 

 

 

3.4.2 Questionnaire 

 

The questionnaire is a formalized list of questions for getting input 

information from participants (Malhotra & Dash, 2016). A standard questionnaire 

must have three specific characteristics. Firstly, a questionnaire should transform 

necessary information related to the purpose of the study into a list of questions that 

respondents could answer without any ambiguous detail. Secondly, the questionnaire 

should bring about a good dynamic and encourage respondents to participate in the 

interviews and complete the questionnaire. Thirdly, the questionnaire should ensure 

the minimum of error answers from respondents. 

Structured questionnaire method is used as a way to collect the primary data in 

this study. “Questionnaires are generally highly structured data collection 

instruments”(Quinlan, 2011). Questionnaires support researchers in collecting a large 

number of quantitative data (Sekaran & Bougie, 2013). The structure of 

questionnaires includes open-ended questions (allow respondents to write down their 

ideas or short answers) and closed questions (yes/no responses or multiple choice). 

The format of the questionnaire contains Likert-type scales ranged from three 

measures and up (Wu & Leung, 2017), commonly used scales in most researches is 

from 5 up to 7(Martín et al., 2018). In this study, the questionnaire of this study will 

be measured in the form of statements on a 1-5 Likert scales ranging from 1 to 5 and 

the meaning of scale is: 

5=Strongly Agree, 4=Agree, 3=Neutral,  

2=Disagree, 1=Strongly Disagree 

The questionnaire in this study includes two parts.  

Part one contains questions measuring civil servants' assessment of factors 

influencing work motivation and the relationship appraisal their job performance, 

using a five-point Likert-type scale and ask respondents to choose one item that 

ranged from (5) Strongly Agree (4) Agree; (Resolution 30c) Neutral (2) Disagree and 

(1) Strongly Disagree. Accordingly, the observed variables of the measurement scales 

are already adjusted (adding, reducing, adjusting) to be suitable with the target 

population and context of study area through qualitative research. 
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Part two is designed to collect general information of respondents such as 

Gender, Age and Tenure in work, Marital status and Qualification. 

About gender: collect data from Male and Female. 

About age: There are four groups of age used in this questionnaire to collect 

the data from respondents. The first group is less than 25 years old; this group just 

graduated from the University because the requirement for employees is graduating 

from university. The second group is from 26 to 30 years old and the third group from 

31 to 40 years old. These two groups aged are the group of members who are 

seniority with good experience in the organization. Besides, the group of employees 

who more than 40 years old are usually hold high position in the organization. 

About the job tenure: Job tenure was designed into four groups.  Less than 3 

years of tenure is used for the newcomer or junior employees. From 3 to 5-year 

working experience is set up for employees who have quite enough experience in 

working in an organization. The other two groups: from 5 to 10 years and more than 

10 years in tenure were used for people in high positions with great experience in 

working. 

About marital status: marriage status was designed into two groups: single and 

married. 

About Qualification: education was designed into three groups: the first group 

is a bachelor (the condition to work in the public sector in Vietnam is graduated from 

college or university). A second group is a group of employees who got a master’s 

degree and the third group is employees who holds a Ph.D. degree. 

 

 Sampling Design 

 

3.5.1 Population 

Creswell (1998)  defined that “a population comprises a group of people with 

similar characteristics that distinguish them from another group”. In addition, 

(Sekaran, 2001)defined population as “the entire group of people, events or things of 

interest that the researcher wishes to investigate.” The population of any studies is the 

total assortment of essential features, which one would be used to study or make 

conclusion. It is also the unit of study (Cooper & Schindler, 2011).  
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The population of this research is civil servants in HCMC 

. 

3.5.2 Sample of Study 

 

O’Leary (2004) defined sampling is “the process by which a researcher selects 

a sample of participants for a study from the population of interest”. Sampling refers 

to “any procedure that draws conclusions based on measurements of a portion of the 

population” (Zikmund & et al., 2010). In another definition, sampling is the procedure 

by explaining which group of a population selected and concluded from the 

population drawn as representative about the whole population (Cooper & Schindler, 

2014).  

Sample Size 

Usually, the sample size of research work base on the formula of (Yamane, 

1967) to calculate.  

n =
N

1 + N(e)2
 

  While n is the sample size. 

N is the population size. 

e is the level of precision. 

 

Therefore, population (N) of research must be available so that apply into 

formula to know the sample size (n). In this case, the number of civil servants 

working in Department of Home Affairs in Ho Chi Minh is published in internal 

reports only. The author carefully reviewed the available information in main website 

of Department; however, it excluded the needed-statistical data. Therefore, author use 

another way to calculate the sample size for this research as below:  

According to Hair and Tatham (2006) the minimum sample size for statistical 

analysis should be 5 times equal or greater than the observed variables in the factor 

analysis. Basing on the conceptual model, this study contains nine factors with 41 

observed variables; therefore, the sample size for this study is n ≥ 43*5= 215 

observations. Thus, to run CFA and SEM, this research needs at least 200 samples. 



81 

 

The minimum sample size of this study was calculated as 215 observations as 

above explanation. Saunders et al. (2016) predicted that response rates of received 

questionnaire after distribution is 80%. Therefore, at least 268 (215 *100/80) 

questionnaires need to be distributed to civil servants in HCMC. 

 

 Data and Data Collection Method 

 

3.6.1 Type of Data 

 

Data refers to the fact that present or code some existing information or 

knowledge in some suitable form for using or processing. Researchers can collect, 

measure, report, analyze and report data or visualize by using graphs, images or other 

forms (Kothari, 1985). 

According to Kothari (1985), primary data is the data that researcher collects 

for the first time, hence happen to be initial in character. In the study, the primary data 

collected when the researcher goes and gather data through many kinds of activities 

such as interviews and questionnaires as well as observation from the field. 

In this study, the author used the primary data by questionnaire. Ghauri and 

Gronhaug (2010) suggested the fact that primary data closely relates to research 

questions and objectives of the study is the outstanding strength of primary data 

compare to secondary data.  

 

3.6.2 Data Collection Instruments 

 

Data collection can be collected in many ways and in different settings such as 

field or in a lab, from many different sources (Sekaran & Bougie, 2013). “Data 

collection methods conclude various methods such as interviews (face-to-face 

interviews, telephone interviews, computer-assisted interviews, and interviews 

through social networks); observation individuals and events, with or without 

videotaping or audio recording; questionnaires (personally administered, sent through 

the mail, or electronically administered); and a variety of motivational techniques 

such as projective tests”.   
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In this study, two instruments for data collection are interview (in Qualitative 

research) and questionnaire (sent through email questionnaire in pilot test and self-

administered questionnaire in main survey- in Quantitative research). 

The pilot survey will be conducted using convenience sampling. The survey 

(questionaire) was developed by sending via the internet by Google Forms. By using 

this method, the author can send directly the link to respondent’s email or share in 

social media channel (such as Facebook). The respondents can answer by clicking on 

the link and keying their answers then submit the link to the author.  

For main quantitative survrey, author will consider using the method of the 

self-administered survey to collect data. The questionnaire will be distributed to the 

respondents via paper version. 

 

 Data Analysis Method 

 

Cooper and Schindler (2014) viewed data analysis is “the process of editing 

and reducing accumulated data to a manageable size, developing summaries, looking 

for patterns, and applying statistical techniques”. However, what managers, leaders or 

readers in general need is not raw data but information. The responsibility of the 

researcher is generating the final information by analyzing and interpreting of the 

collected raw data. Data analysis, according to Quinlan (2011)  is processed following 

four stages; 

Description: describing what is in the data (percentage of male, female, age 

group, married or single participants, tenure and qualification of them and so on). 

Interpretation: interpreting the meaning of data. 

Conclusion: using the result of data to wrap up specific or broad conclusions 

about it. 

Finally, theorization is result of the analysis, which shall contribute to theory 

or the knowledge body. 

The author has used mixed-method research combining qualitative and 

quantitative research for data collection. Qualitative analysis is used in interpreting 

non- numerical data, meanwhile, quantitative analysis was used in interpreting 

numerical data. 
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3.7.1 Qualitative Data Analysis 

 

In qualitative analysis, the content analysis technique is used to analyze data 

(Amin, 2005). This technique implied first: Operating face-to-face meetings between 

key informants and author with all information in conversation were carefully taken in 

note. Next, all interview contents were reviewed and only extracts with significance to 

the study were presented in a narrative form, placed in quotes and was used to 

supplement on the quantitative data that were obtained from the questionnaires. 

3.7.2 Quantitative Data Analysis 

 

3.7.2.1 Descriptive Analysis 

Data is described using measures of central tendency (mean, median, and 

mode) and measure of spread (minimum, maximum, sum, range, variance, percentage 

and standard deviation) of the measures of central tendency and spread is graphically 

represented in the form of bars, histogram or pie chart (SPSS 20 software). 

By using the data collected in the questionnaire, the study conducted a 

descriptive statistical analysis with a correlation analysis using two programs SPSS 

and Smart PLS 3.0 to verify the measurement and structural model for path analysis. 

3.7.2.2 Inferential Analysis 

PLS-SEM is commonly used as the data analyzing procedure in various social 

science disciplines, such as organizational management, human resource 

management, strategic management , supply chain management and many other fields 

(Hair & Sarstedt, 2017). 

The PLS-SEM method is very attractive to researchers since the method 

allows them to handle complicated models with complex constructs, indicator 

variables and structural paths without assumptions of imposing distributions on the 

data. Moreover, PLS-SEM is a causal-predictive approach to SEM that aims 

prediction in statistical models, whose structures are designed to produce causal 

explanations (Sarstedt & Hair, 2017). Specially, PLS-SEM estimates partial model 

structures by combining principal components analysis with ordinary least squares 
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regressions (Mateos-Aparicio, 2011)   which is fitted conceptual model of this study 

perfectly.  

According to Sarstedt and Hair (2017) PLS-SEM is highly recommended to 

use when:  

(1) the analysis is concerned with testing a theory’s framework from a 

perspective of prediction; (2) the conceptual model is complex including many 

constructs, indicators and/ or relationships; (Resolution 30c) the path model with 

more than one formatively measured constructs; (4) when the sample size is limited 

(5) research demands latent variable scores for follow-up analyses. 

 

Assessing Measurement Model: 

Four steps to analyze the data in assessing measurement model are: 

The first step is examining the indicator loadings. Loadings above 0.7 are 

highly recommended, as they signify that the construct explains more than 50 per cent 

of the indicator’s variance, thus providing acceptable item reliability. 

The second step is checking internal consistency reliability (CR) using 

composite reliability (Jöreskog, 1971). Higher values generally indicate higher levels 

of reliability. Specifically, reliability values between 0.60 and 0.70 are considered 

“acceptable in exploratory research,” values between 0.70 and 0.90 range from 

“satisfactory to good.” (Diamantopoulos & Kaiser, 2012).  

The third step is addressing the convergent validity of each construct measure. 

The metric used for evaluating a construct’s convergent validity is the average 

variance extracted (AVE) for all items on each construct. An acceptable AVE is 0.50 

or higher indicating that the construct explains at least 50 per cent of the variance of 

its items. 

The final step is to assess discriminant validity, which is the extent to which a 

construct is empirically distinct from other constructs in the structural model. For 

discriminant validity, Henseler and Sarstedt (2015)  prove discriminant validity using 

the Heterotrait-Monotrait criterion (HTMT). Henseler and Sarstedt (2015) stated that 

conservative estimate of the proof of discriminant validity is to have no value higher 

than 0.881 and that values further from 1.0 are preferable. According to Garson 
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(2016), discriminant validity between two reflective variables is justified when the 

HTMT ratio is below than 1.0. 

Assessing Structural Model: 

Structural equation modeling with Smart PLS 3.0 software is used to to 

complete this analysis. The p-value were calculated using a bootstrap in the software. 

To approximate the normality of the data, the bootstrap performs a test of significance 

of the structural paths for both the paths from the variables to the items (outer model) 

as well as the paths from each variable to variables (inner variable)(Wong, 2013).  

Collinearity   

The structural model assesses the collinearity among indicators using variance 

inflation factor (VIF). A VIF value below 5 indicates the absence of collinearity(Hair 

& Sarstedt, 2017) and the maximum of VIF is 10.  

Hypotheses Testing  

The hypotheses in this study and represented in the structure model were 

analyzed with the Smart PLS 3.0 software package. The structure model designed in 

the software tool and the raw data collected. 

R2 Value f Square Value and Mediator Effect  

R2 is the numbers show how much of the variance of the latent variables is 

explained by the latent variable. Sarstedt and Hair (2017) suggested that the primary 

criterion for the assessment of a PLS path model is the coefficient of determination 

(R2).  

Meanwhiles f square values represents the effects size. Cohen (1988) 

concluded that “an f square value of 0.02 represents a small f square effect size, 0.15 

represents a medium effect size and 0.35 represents a high effect size”. 

After gaining the results of the analysis, the type of mediation variable is 

explored using the mediator analysis process in PLS-SEM developed by Zhao et al. 

(2010). 

 

 Validity, Reliability, and Ethical Consideration 

 

3.8.1 Validity 
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Validity refers to “the quality that an instrument used in research is accurate, 

correct, true and meaningful and right”(Kothari, 1985) . In another word, validity 

refers “to the extent to which a measurement procedure actually measures what it is 

intended to measure rather than measuring something else, or nothing at all” 

(O’Leary, 2004). The term validity attempts to address the question as to whether a 

study truly measures what it is supposed to measure; therefore, the validity of study 

was related closely to the alignment of research questions, frame of reference, the 

design and purpose of the question administered. To ensure research validity, pilot 

testing was conducted whereby a sample of questions was tested before going to the 

field directly to collect the data required. Additional to ensure validity, instrument, 

which was used in this study, was presented to experts and peers for discussions and 

comments. 

 

3.8.2 Reliability 

 

For the reliability of research, it must ensure that if it were carried out on a 

similar group of respondents in a comparable context then similar results should be 

found (Kothari, 1985). “Reliability refers to the consistency or dependability of a 

measuring instrument. Reliability is a measure the degree of consistence of the results 

from a test are in order to ensure the reliability of these research findings. Therefore, 

the author designs the questionnaires in a simple, clear sentences ensuring the similar 

meaning with the adapted questions in English version.  Questionnaire was structured 

in a simple language using simple sentence in order to avoid all the confusions that 

respondent may have. Additionally, the author conducts a pre-testing (pilot test) of 

questionnaires and distributed the same to some of respondents to test whether they 

understand the meaning if questions fully or not. The Cronbach Alpha was used to 

confirm the reliability of the measurement scales of the variables of the study using 

the multi-item administered questionnaire to respondents. If Cronbach’s alpha is equal 

or higher than 0.7, and Corrected Item-Total Correlation is equal or higher than 0.3 

the instruments are considered as sufficiently reliable for the measurement. 

Then, the author collects the pilot questionnaires, redesigns them and then 

redistributes final questionnaires to the targeted population for final data collection. 
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3.8.3 The Result of Pilot Test 

In this study, pilot test was sent to 30 people who work in the public 

organizations in Ho Chi Minh City to confirm that the survey items were appropriate 

and fit the concepts. 

The questionnaire was designed in Google Forms and sent to civil servants 

working in Public Organizations in Ho Chi Minh city. The author got back 30 

responses.  

Based on the data collected, the evaluation for the questionnaire was process 

using SPSS software. The reliability and validity of measurement scales was 

preliminary tested with collected data using Cronbach’s Alpha and Corrected Item 

total Correlation.  

In general, all observed variables of above scales had a Cronbach’s Alpha 

coefficient was higher than 0.8 and Corrected Item total Correlation was higher than 

0.3 (except JSA3=0.269, however for exploratory study 0.20 is an acceptable value 

for inter-item and item-the-total correlation (Hama, 2020)) . Therefore, these scales 

were reliable and to be used for collecting data in the main survey.  

 

Table 3.11 Results of Reliability Evaluation of Preliminary Scales by 

Cronbach's Alpha Coefficient 

Items 

Scale Mean if 

Item Deleted 

Scale 

Variance if 

Item Deleted 

Corrected 

Item-Total 

Correlation 

Cronbach's Alpha 

if Item 

Deleted 

“Work conditions”: Cronbach’s Alpha= .807 

WC1 16.0667 8.271 .597 .770 

WC2 16.3333 9.126 .527 .789 

WC3 16.0000 8.621 .658 .750 

WC4 15.8000 8.717 .562 .780 

WC5 15.9333 9.099 .639 .759 

“Job security” Cronbach’s Alpha=.814 

JS1 16.0333 6.999 .763 .740 

JS2 16.0667 6.409 .681 .753 

JS3 16.0333 6.378 .721 .740 

JS4 16.9000 7.197 .387 .858 

JS5 15.9000 7.817 .579 .790 

“Supervisor support’ Cronbach’s Alpha=.861 

SS1 16.0667 8.892 .663 .840 

SS2 16.1000 8.714 .676 .836 

SS3 16.1333 7.706 .708 .825 

SS4 16.1000 7.886 .688 .831 

SS5 16.2667 7.237 .708 .829 
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Items 

Scale Mean if 

Item Deleted 

Scale 

Variance if 

Item Deleted 

Corrected 

Item-Total 

Correlation 

Cronbach's Alpha 

if Item 

Deleted 

“Coworkers support” Cronbach’s Alpha=.954 

CS1 15.7667 13.840 .803 .954 

CS2 15.9000 13.334 .903 .938 

CS3 15.8667 12.947 .902 .938 

CS4 15.7333 13.168 .899 .938 

CS5 15.8000 12.717 .860 .946 

“Rewards and recognition” Cronbach’s Alpha=.904 

RR1 11.4000 5.834 .870 .843 

RR2 11.6000 6.455 .771 .880 

RR3 11.6667 6.575 .759 .884 

RR4 11.5333 7.016 .743 .891 

“Job characteristics” Cronbach’s Alpha= .857 

JC1 16.4333 7.082 .770 .808 

JC2 16.9667 6.102 .697 .824 

JC3 16.6333 6.930 .548 .863 

JC4 16.8333 6.626 .732 .811 

JC5 16.6000 7.490 .693 .828 

“Work motivation” Cronbach’s Alpha=.845 

JM1 16.7333 6.409 .776 .777 

JM2 16.3667 8.102 .552 .839 

JM3 16.6333 6.516 .768 .779 

JM4 16.2333 7.564 .521 .846 

JM5 16.7000 6.562 .663 .811 

“Job Performance” Cronbach’s Alpha=.864 

JP1 15.9000 7.059 .480 .886 

JP2 15.9000 5.748 .810 .800 

JP3 15.8333 6.351 .736 .822 

JP4 15.8667 6.602 .753 .821 

JP5 15.9667 6.585 .671 .838 

“Job satisfaction” Cronbach’s Alpha=.876 

JSA1 11.6333 3.757 .655 .712 

JSA2 11.3333 4.368 .727 .677 

JSA3 10.6000 5.972 .269 .868 

JSA4 11.4333 3.840 .797 .627 

 

After processing pilot study, the author made necessary adjustments and final 

the questionnaire for the main survey. 

3.8.4 Ethical Consideration 

 

In this study, ethical matter was carefully considered throughout the whole 

process of the study to ensure that all personal information as well as the answers 

provided by respondents keeps confidential and privacy of them was strictly 

disclosed. Saunders (2009) explained, “Ethical issues are very important to be 
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considered in the study such as voluntary participation, no harm to the participants, 

ensuring anonymity and confidentiality and avoiding deception”. During this study, 

ethical issues were considered: the author asked for permission beforehand to collect 

the data from civil servants who are working in public sector and explain the purpose 

of the study clearly. All the answers would be used for data analysis process only. The 

author ensure that she will not reveal any piece of information as well as the answers 

of respondents without their permission.  Ethical considerations would be applied 

other steps in such as methods of data collection, presentation and interpretation of 

data, as well as citations and referencing.  

Finally, author submits the questionnaire to IBR (Institutional Review Board) 

in National Institute of Development Administration (NIDA), Thailand before going 

to the field and distribute to participants. 

 

 Chapter 3 Summary 

 

Chapter 3 has presented the research methodology that is used to conduct the 

study. The author used both qualitative and quantitative research. 

This chapter presented outlined the research design, the population and 

sampling design with sample size, the data collection methods, the research procedure 

and the data analysis methods.  

Qualitative research methods are conducted through in-depth interview to 

adjust the conceptual model and modify the questionnaire for the study. Through this 

research step, measurement scales for concepts were developed for main research. 

Quantitative research method through pilot test with 30 participants and main survey 

sample size of 256 questionnaires, using SPSS program to analysis descriptive 

statistics, Cronbach's Alpha for pilot survey, and Smart PLS3.0 to analyze the result 

of main survey. 

Validity, reliability and ethical consideration are carefully considered to 

ensure the correctness of the results of the study and confidential for respondents. The 

next chapter presents the findings of the research. 
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CHAPTER 4 

 

RESEARCH RESULTS AND DISCUSSION 

An empirical research was carried out with the purpose to validate the 

conceptual model proposed in Chapter 2. The main purpose of the empirical research 

was to inform the theory with the practice to provide empirical evidence that the 

theory supporting the model was indeed accurate. There are two main part in chapter 

4: (1) Qualitative research and (2) Quantitative research. The purpose of Chapter 4 is 

to present the findings of qualitative research and quantitative research including the 

descriptive and inferential statistical tests performed on collected data from survey, 

which was used to explore the motivational factors and the influence of work 

motivation on job performance with a mediator, job satisfaction. This presentation is 

provided by briefly describing the sample, the assessment of the measurement model, 

the analysis of the structural model, mediating analysis, and a summary of the 

findings. 

 

 Department of Home Affairs in Ho Chi Minh City  

 

4.1.1 Department Establishment 

 

Department of Home Affairs was established under Decision No. 311 / TC-

CQ dated November 10, 1975 of the Military City of Saigon - Gia Dinh and officially 

became an agency advise in the determination of administrative units, organizational 

structure model, prepare staff to set up the system of people's government from the 

city to grassroots and self-governing organizations of the people below basic rights. 

Over the past forty-two years, the Department has actively contributed to the city 

protection and construction. 
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4.1.2 Department’s Function 

 

Currently, the Department of Home Affairs is a specialized agency of the City 

People's Committee with the function of advising and assisting the City  

People's Committee in the state management of: organizational apparatus; 

payroll for administrative and non-business agencies; administrative reform; local 

government; administrative boundaries; etc (HCMC-Department of Home Affairs 

Website). 

 

 The Result of Qualitative Research  

 

After reviewing the literature, the author came up with the topic, first draft of 

conceptual model with measurement scales then interviewed five key informants: two 

civil servants in HCMC and three Lecturers who are experts in the field of Work 

Performance.  

 

4.2.1 General Information of Participants 

Two civil servants: working in HCMC Department of Home Affairs. 

Three experts: two of them have 5-10 years of work experience in the field of 

Human Resource Development in HCMC International University as Associate 

Professors. 

One expert, who has five-year work experience in public agency and currently 

teaching in Vietnam Aviation Academy as Professor. Besides, he has done a lot of 

researches in the field of Human Resource Management and Public Administration 

published in International Journals.  

 

4.2.2 Qualitative Approach Purpose 

 

The author invited both experts in the field of Human Resource Management 

and civil servants who are working in the field.  
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Experts who have a lot of experiences would give an overview the motivation, 

performance of employees in both private and private organizations and support in 

modifying the conceptual framework model as well as evaluate for the proper of 

questionnaire. For example, they know what the author should put in the 

questionnaire and what should not, how to conduct the research step by step, how to 

collect data and how to translate questionnaire into Vietnamese language and how to 

deal with unexpected things for instance. 

On the other hand, civil servants who working in the field would give the 

opinion and the real situation that happening in the department. The author considered 

their opinions to reflect the literature review then redesign the conceptual framework.  

Experts and civil servants play a very important role in this step. From their 

point of views, the author did have an overall look of the topic and minimize the bias 

and stereotype as well as judgment to ensure the correct of the research.  

According to the interview, there are main points that researcher ask for their 

opinions as: 

Evaluate current level of motivation, (2) factors may affect work motivation 

(according to personal point of view), (Resolution 30c) Job performance, (4) job 

satisfaction and (5) evaluate conceptual framework (proposed by researcher).  

 

4.2.3 Qualitative Research Result  

 

Five participants’ personal information would be unveiled as ethical 

consideration. Therefore, they are coded as N1 to N5 (N1-N3 are experts, N4 and N5 

are civil servants) (there are 5 key informants in qualitative approach). The content of 

the in-depth interview can be summarized as the table below: 

 

Table 4.1 Qualitative Research's Result 

No Elements (Issues) Main points (personal opinion) 

N

1 

Evaluate current level 

of motivation 

-Motivation is not very new topic but should 

be studied in public organizations or 

agencies. 
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No Elements (Issues) Main points (personal opinion) 

-Motivation of civil servants is slightly 

lower than those who work in private 

companies. 

Factors may affect work 

motivation 

(1) job security, (2) sympathetic help with 

personal problems, (Resolution 30c) 

personal loyalty to employees, (4) 

interesting work, (5) good working 

conditions, (6) tactful discipline, (7) good 

wages, (8) promotions and growth in the 

organization, (9) feeling of being in on 

things, and (10) full appreciation of work 

done. 

Job performance The big concern of Human Resources 

managers 

Job satisfaction Work motivation and job satisfaction are 

supported to each other. The combination of 

them may improve employee’s performance 

dramatically. 

Evaluate conceptual framework Agree with researcher’s framework.  

N

2 

Evaluate current level of 

motivation 

The degree of motivation among those who 

work in public department is not high 

evaluated. 

 

Low work motivation may lead to negative 

phenomenon such as “brain drain”.  

Factors may affect work 

motivation 

(1) rewards and recognition, (2) training and 

development, (Resolution 30c) work 

environment, (4) employee participation, (5) 

communication and (6) job assignment. 

Job performance Should be invested for the sustainable 
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No Elements (Issues) Main points (personal opinion) 

development. 

Job satisfaction One key factor for the development  

Evaluate conceptual framework Agree with researcher’s framework. 

N

3 

Evaluate current level of 

motivation 

Is one of the concerns of the central 

government.  A lot of effort and resolutions 

are launched to improve for the higher level 

of motivation.   

Factors may affect work 

motivation 

(1) job satisfaction, (2) reward system 

(Resolution 30c) training and development 

and (4) work situational factors. 

Job performance Based on the evaluation of leaders. 

Performance is the goals of all 

organizations. 

Job satisfaction As necessary element that leaders and 

managers should focus on.  

Evaluate conceptual framework Agree with researcher’s framework. 

N

4 

Evaluate current level of 

motivation 

High degree of motivation 

 

Factors may affect work 

motivation 

(1) rewards and recognition, (2) training and 

development, (Resolution 30c) work 

environment, (4) employee participation, (5) 

communication and (6) job assignment. 

Job performance Average level of performance but trying to 

improve  

Job satisfaction Average level of satisfaction. The condition 

of organization is quite good. 

Evaluate conceptual framework Agree with researcher’s framework. 

N

5 

Evaluate current level of 

motivation 

Average level of motivation  

Factors may affect work Incentives/rewards and (2) administrative 
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No Elements (Issues) Main points (personal opinion) 

motivation policies 

Job performance Skillful and professional level 

Job satisfaction As a necessary element that can enhance 

work motivation. Sometimes, more 

important than work motivation. 

Evaluate conceptual framework Agree with researcher’s framework. 

 

4.2.4 Summary of Qualitative Approach 

 

After reviewing and reordering the contents of all interviews, the author came 

up to the final conceptual framework basing on the recommendation and suggestions 

from interviewees. Some of the factors suggested are chosen while some of them are 

removed from the conceptual framework. The author wanted to ensure that the 

conceptual framework can reflect the real issue of public organization with the 

concrete theoretical background. Each of participants plays an important role for the 

contribution of the qualitative approach. From different angles, the author had more 

evidence to shape and design the final conceptual framework as well as the proper 

questionnaire before going to the field for quantitative approach.  

The results of qualitative approach showed that there are 6 factors affect the 

work motivation of civil servants as work conditions, job security, supervisor support, 

coworkers support, rewards and recognition and job characteristics.  It also a good 

idea if the author can add the job satisfaction in the conceptual framework to 

understand more clearly the relationship between the work motivation and employee 

job performance. Moreover, the language of questionnaire should be clear and simple 

so that the civil servants have no problem or uncomfortable feeling to fill in and the 

following steps of the research should be conduct very carefully for the quality of the 

final research. 

The author sent the necessary document to the IRB Committee in NIDA 

(National Institute of Development Administration- Thailand) to get the certificate 

before distributing the questionnaire to civil servants in Department of Home Affairs 
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in Ho Chi Minh City. This certificate ensured the ethnicity of research in disclosing 

all the related information and answers of participants.  

IRB submission date: 10th February 2021. 

IRB result: 1st March 2021. 

Data collection date: 2nd March 2021- 30th March, 2021 

The final questionnaire was used in a quantitative research for main survey to 

collect data for data analysis process to test the hypotheses proposed in chapter 2. 

 

 Data Screening  

 

The author screens the collected data before analyzing to ensure the 

correctness of the result of the research and the conclusion would be well found. the 

collected data is transferred from the questionnaire to Excel file first, then SPSS 

format. The author ensures that all Likert scales were keyed in the same direction, 

based on the content of the question (Levy, 2006). The author also carefully analyzes 

wording of the questions to determine if any items needed reverse coding.   

 

 Main Survey Result 

 

The author distributed the questionnaires to the HR division to collect data. 

The number of questionnaires that author received back was 190. After screen 

process, three of them were removed because the participants missed to choose the 

answers for some questions. 187 questionnaires were used to analyze in stage 2 (main 

survey) of quantitative approach. 

 

4.4.1 Descriptive Analysis 

 

Demographics were used to determine generalizability of the sample. SPSS is 

used to summarize the output from the response data. Demographic variables included 

in this study are gender, marital status, age, educational level, experience.  
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Table 4.2 Respondent Characteristics 

 N= 187 Frequency  % 

Gender  Female  105 56.1 

Male  82 43.9 

Marital status  Marriage  147 78.6 

Single  40 21.4 

Age  ≤ 25 years old  30 16.0 

26-30 years old  67 35.9 

31-40 years old  70 37.4 

≥40 years old  20 10.7 

Experience  Less than 3 years  19 10.2 

3-5 years 30 16.0 

5-10 years  66 35.3 

≥ 10 years  72 38.5 

Education  Below 

bachelor’s 

degree 

18 9.6 

Bachelor’s degree  155 82.9 

Master’s degree 14 7.5 

PhD’s degree 0 0 

 

Source: Analysis results of the author. 

 

There were 187 respondents. The proportion of female respondents (n=105, 

56.1%) was higher than males. The largest group of age groups were between 31-40 

years old (n=70, 37.4%), and 26-30 years old (n= 67, 35.9%). In addition, the 

majority of the respondents were marriage (n=147, 78.6%).  

Regarding education level, majority of respondents hold bachelor’s degree 

(n=155, 82.9%), only few respondents had master’s degree (n=14, 7.5%). Around 

35,5% participants have 5 to 10 years of experience and 38.5 % participants have 

been working for more than 10 years.  
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4.4.2 Inferential Analysis 

 

The PLS path model created from the collected data. There are two major 

components, the measurement model and the constructs model. There are 2 stages of 

PLS SEM analysis: assessing measurement model (validity and reliability) and 

assessing construct model construct (collinearity, hypotheses testing, R square, f 

square and advance mediator effect).   

 

Table 4.3 Two Stages in Inferential Analysis 

    Criteria Ref 

1 Assessing 

measurement 

model 

Reliability Indicator reliability Indicator 

loading ≥0.5 

Sarstedt and 

Hair (2017) 

Internal consistency 

reliability. 

CR ≥0.7  

Wong 

(2013) 

Validity Convergent validity AVE ≥0.5  

Wong 

(2013) 

Discriminant 

validity 

HTMT ≤1 Henseler 

and 

Sarstedt 

(2015) 

2 Assessing 

structural 

model 

Collinearity Max VIF≤ 

10 

 

Hair and 

Black 

(1995) 

Hypotheses 

testing 

Reject p ≥0.05  

Accept p ≤0.05 

R square  0.02 small effect; 0.15 

medium effect; 0.35 large effect 

 

Cohen 

(1988) 
F 

square 

Advance SEM model (full mediation, partial mediation, 

etc.) 

Conclusion 

 

Source: Summarized by the author. 

 

4.4.2.1 Assessing Measurement Model 

Reliability 
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Reliability: reliability measures the stability and consistency of the measures. 

The reliability of the constructs is determined by indicator reliability and internal 

consistency reliability.  

The reliability of the constructs is determined by indicator reliability and 

internal consistency reliability. Wong (2013) stated that indicator reliability as the 

square of the loadings for each indicator. Wong also suggested that when it is higher 

than 0.5, the data will satisfy for indicator reliability. SS5, JM5, JC5 were deleted due 

to loading ≤ 0.5. (Fornell & Larcker, 1981)  

According to Wong (2013) suggested that using composite reliability as a 

suitable replacement for Cronbach’s Alpha. Fornell and Larcker (1981) posited that a 

score of composite reliability (CR) can be used to measure internal consistency 

reliability and the number should be qual or higher than 0.7. As show in the table 4.5, 

the CR score for all construct is higher than 0.7; therefore, it demonstrated good 

internal consistency reliability. Sarstedt and Hair (2017) stated that Cronbach’s alpha 

value of each latent variable should be more than 0.7 to indicate the internal 

consistency of the items.  
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Table 4.4 Assessing Measurement Model 

  Conditions 

Reliability Indicator reliability Factor loading’s minimum of 0.5 

Internal consistency 

reliability  

Should be evaluated. Composite 

reliability (CR) is referred but 

Cronbach’s Alpha is acceptable. (0.7 to 

0.95) 

Validity  Convergent validity  AVE should be at least 0.5 

Discriminant validity  Should be evaluated using HTMT 

method  

 

Table 4.5 Indicator Reliability and Convergent Validity 

Construct Indicator 

Indicator 

loading 

Cronbach’s 

Alpha CR AVE 

Coworker 

support 

CS1 0.5692 0.6991 

 

0.7878 

 

0.4306 

 CS2 0.7723 

CS3 0.7311 

CS4 0.5523 

CS5 0.6268 

Job 

characteristics 

JC1 0.9379 0.8981 

 

0.9312 

 

0.7396 

 JC2 0.9385 

JC3 0.9178 

JC4 0.9365 

JC5 0.4670 

Work 

motivation 

JM1 0.9148 0.8965 

 

0.9294 

 

0.7333 

 JM2 0.9400 

JM3 0.9198 

JM4 0.9307 

JM5 0.4834 

Job 

security 

JS1 0.6025 0.8198 

 

0.8725 0.5819 

JS2 0.6792 

JS3 0.8408 

JS4 0.8118 

JS5 0.8480 

Job 

performance 

JP1 0.6580 0.8303 

 

0.8825 

 

0.6079 

 JP2 0.9031 

JP3 0.8940 

JP4 0.8282 

JP5 0.5534 

Job 

satisfaction 

JSA1 0.8991 0.8890 

 

0.9233 

 

0.7512 

 JSA2 0.9018 

JSA3 0.8845 

JSA4 0.7752 

Rewards RR1 0.9392 0.9569 0.9687 0.8857 
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Construct Indicator 

Indicator 

loading 

Cronbach’s 

Alpha CR AVE 

and 

recognition 

RR2 0.9550    

RR3 0.9391 

RR4 0.9308 

Supervisor 

support 

SS1 0.9493 0.8908 

 

0.9254 0.7238 

SS2 0.9357 

SS3 0.8731 

SS4 0.9416 

SS5 0.4396 

Work 

conditions 

WC1 0.8967 0.9026 

 

0.9307 0.7339 

WC2 0.9069 

WC3 0.9403 

WC4 0.9137 

WC5 0.5694 

 

Source: Analysis results of the author. 
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Table 4.6 Indicator Reliability and Convergent Validity (2nd) 

Construct Indicator 

Indicator 

loading 

Cronbach’s 

Alpha CR AVE 

Coworkers 

support 

CS2 0.5277 0.5617 0.7677 0.5255 

CS3 0.3624 

CS5 0.4808 

Job 

characteristics 

JC1 0.2683 0.9574 0.9689 0.8863 

JC2 0.2665 

JC3 0.2605 

JC4 0.2669 

Work 

motivation  

JM1 0.2637 0.9522 0.9653 0.8744 

JM2 0.2714 

JM3 0.2689 

JM4 0.2654 

Job 

performance 

JP1 0.1831 0.8646 0.8718 0.5810 

JP2 0.3166 

JP3 0.3217 

JP4 0.2476 

JP5 0.1824 

Job security  JS1 0.1878 0.8825 0.8824 0.6079 

JS2 0.1852 

JS3 0.2818 

JS4 0.2696 

JS5 0.3598 

Job 

satisfaction  

JSA1 0.3118 0.9039 0.9232 0.7510 

JSA2 0.3127 

JSA3 0.2977 

JSA4 0.2250 

Rewards 

and 

recognition 

RR1 0.2652 0.9571 0.9687 0.8857 

RR2 0.2678 

RR3 0.2690 

RR4 0.2606 

Supervisor 

support 

SS1 0.2781 0.9488 0.9626 0.8655 

SS2 0.2677 

SS3 0.2601 

SS4 0.2687 

Work 

conditions  

WC1 0.2355 0.9346 0.9306 0.7338 

WC2 0.2453 

WC3 0.2634 

WC4 0.2612 

WC5 0.1406 

 

Source: Analysis results of the author. 

 

Validity  

The validity of the constructs is determined by convergent validity and 

discriminant validity. Fornell and Larcker (1981) suggested the examination of the 

average variance extracted (AVE) to determine convergent validity and “ convergent 
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validity will test whether the constructs should be related, in fact related and 

discriminant validity tests whether anticipated unrelated constructs are, indeed, 

unrelated” (Wong, 2013). The prevailing measure of convergent validity is an AVE 

above 0.5 is highly recommended.  

From the result in the table above, the AVE of construct Coworkers Support is 

0.4306 lower than 0.5. therefore, to increase the AVE of that construct, the author 

decided to delete the items that have low factor loading compared to other in latent 

variable, CS1 and CS4 are deleted to increase the AVE of Coworkers support. The 

AVE of construct is equal 0.5255 after deletion CS1 and CS4.  

For discriminant validity, (Henseler, J., Ringle, C. M., & Sarstedt, 2015) prove 

discriminant validity using the Heterotrait-Monotrait criterion (HTMT). (Henseler & 

Sarstedt, 2015) stated that conservative estimate of the proof of discriminant validity 

is to have no value higher than 0.881 and that values further from 1.0 are preferable. 

According to Garson (2016), discriminant validity between two reflective variables is 

justified when the HTMT ratio is below than 1.0. The table below showed the result 

of HTMT ratio of latent variables lower than 1.0, then it is satisfied for discriminant 

validity. 

 

Table 4.7 Heterotrait-Monotrait Criterion (HTMT) 

 CS JC JM JS JP JSA RR SS 

W

WC 

CS                   

JC 0.6104                 

JM 0.7125 0.8922               

JS 0.9188 0.8383 0.8231             

JP 0.7410 0.8509 0.8335 0.9166           

JSA 0.7399 0.8042 0.8671 0.8319 0.8415         

RR 0.6861 0.9716 0.8903 0.8430 0.8009 0.7962       

SS 0.6834 0.9681 0.9081 0.8699 0.8816 0.8559 0.9459     

WC 0.7824 0.8037 0.8624 0.8432 0.8354 0.8741 0.8051 0.8374   

Source: Analysis results of the author. 

 

4.4.2.2 Analyze of the structural model  

This section explains the analysis of the hypotheses proposed in the chapter 2. 

The author uses structural equation modeling with Smart PLS 3.0 software to 
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complete this analysis. The p-value were calculated using a bootstrap in the software. 

To approximate the normality of the data, the bootstrap performs a test of significance 

of the structural paths for both the paths from the variables to the items (outer model) 

as well as the paths from each variable to variables (inner variable)(Wong, 2013). 

Collinearity   

The structural model assesses the collinearity among indicators using variance 

inflation factor (VIF). A VIF value below 10 indicates the absence of collinearity 

(Hair & Sarstedt, 2017).  

Table 4.8 Collinearity Statistics 

Construct 

Maximum 

of outer VIF 

value 

Inner VIF values 

Work 

motivation 

Job 

satisfaction 

Job 

performance 

Coworkers 

Support 

1.2397 1.7170   

Job 

Characteristics 

6.9518 1.7561   

Job Motivation 5.7437  1.0000 2.8901 

Job Security 5.1009 3.4456   

Job performance 2.2895    

Job satisfaction 4.6734   2.8901 

Rewards and 

Recognition 

6.6082 8.6600   

Supervisor 

Support 

7.0087 8.4067   

Work Conditions 5.9203 2.9512   

 

Source: Analysis results of the author. 

 

As seen in the table above (Table 4.7), there are some VIF values of construct 

were lower than 10; therefore, we can assume that no collinearity existed between the 

indicator variables and the latent variables.  

Hypotheses Testing  

The hypotheses in this study and represented in the structural model were 

analyzed with the Smart PLS 3.0 software package. The structural model designed in 

the software tool and the raw data collected. The result model in the Smart PLS 3.0 

showed in the figure 4 below. 
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Figure 4.1 The Structural Model 

Source: Analysis results of the author. 

 

The result of the research is summarized in the table below. The columns 

showed the dependency, standard deviation, t statistics, p values and the conclusion 

displaying the “Support” or “Not support”.  

To accept or reject any hypothesis, in the “p-value” column, if the value is 

higher than 0.05 is not significant then hypothesis “Not supported “and values are 

lower than 0.05 mean significant, the hypothesis is “Supported”.  
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Table 4.9 Path Coefficient 

Dependency 

Standard 

Deviation 

(STDEV) T Statistics P Values Conclusion 

CS -> JM 0.0458 0.8793 0.3797 Not supported 

JC -> JM 0.1227 1.4704 0.1421 Not supported 

JM -> JP 0.0975 5.0482 0.0000 Supported 

JM -> JSA 0.0278 2.1097 0.0000 Supported 

JS -> JM 0.0747 0.5855 0.5585 Not supported 

JSA-> JP 0.0937 3.5826 0.0004 Supported 

RR -> JM 0.1089 1.7174 0.0865 Not supported 

SS -> JM 0.1059 2.4302 0.0154 Supported 

WC-> JM 0.1233 2.2396 0.0256 Supported 

 

Source: Analysis results of the author. 

 

R2 Value (Known as Model Fit or Coefficient of Determination) 

R2 is the numbers in the dependent variable circles (figure 5). These numbers 

show how much of the variance of the latent variables is explained by the latent 

variable (Wong, 2013). Sarstedt and Hair (2017) suggested that the primary criterion 

for the assessment of a PLS path model is the coefficient of determination (R2). R2 

ranges are always between 0 and 1, means higher R2 values indicate a better fit of the 

data to the model. Typically, R2 values are ranked where 0.1 indicates a small effects 

size, 0.3 indicates a medium effects size and 0.5 indicates a large effect size (Sarstedt 

& Hair, 2017). In this study, R2 values of work motivation, job satisfaction, job 

performance is 0.812; 0.654 and 0.622 respectively. This means the exogenous latent 

variables can explain the proportion of latent variables. Specifically, motivational 

factors explain 81.2% work motivation, 65.4% of job satisfaction explained by work 

motivation and finally, 62.2% job performance explained by work motivation and job 

satisfaction.  

 

Table 4.10 R Square Value 

 R Square R Square Adjusted 

Job Motivation 0.8119 0.8057 

Job performance 0.6223 0.6182 

Job satisfaction 0.6540 0.6521 

Source: Analysis results of the author. 
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Figure 4.2 R Square and f Square 

Source: Analysis results of the author. 

 

F Square Statistics 

F square statistics are numbers on the arrow (figure 5). These f square values 

represents the effects size. Cohen (1988) concluded that “an f square value of 0.02 

represents a small f square effect size, 0.15 represents a medium effect size and 0.35 

represents a high effect size”. For instance, work motivation effects highly to job 

performance with f square 0.492 while job satisfaction impacts job performance with 

f square equal 0.336. It means the removal of work motivation from the model will 

have stronger effect on the level of job performance than the removal of job 

satisfaction.  

Summary of The Result: 

The table 4.8 above illustrated the result of nine hypotheses (excluded the 

mediator hypothesis) as: H2, H4, H5, H6 are rejected due to p value ≥ 0.05. 

Accepted  
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H1: Work conditions positively affect work motivation of Civil servants in Ho 

Chi Minh City Department of Home Affairs (HCMC DOHA) with a path coefficient 

of 0.276 and p-value 0.0256 (p≤0.05). 

H3: Supervisor support has positive influence on work motivation of Civil 

servants in HCMC DOHA with a path coefficient of 0.257 and p-value 0.0154 

(p≤0.05). 

Multiple regression formular: Y= 0.276X1+0.257X2 

 When 

Y: work motivation  

X1: work condition (WC) and X2: Supervisor support (SS) 

 

H7: Work motivation has a positive effect on Civil servants in HCMC DOHA 

performance with a path coefficient of 0.492 and p-value 0.0000 (p≤0.05). 

H8: Work motivation has a positive influence on Civil servants in HCMC 

DOHA satisfaction with a path coefficient of 0.809 and p-value 0.0000 (p≤0.05). 

H9: Job satisfaction has a positive influence on employee’s job performance in 

servants in HCMC DOHA with a path coefficient of 0.336 and p-value 0.0004 

(p≤0.05). 
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Mediator Effect  

After gaining the results of the analysis, the type of mediation variable is 

explored via using the mediator analysis process in PLS-SEM developed by Zhao et 

al. (2010)  and Sarstedt and Hair (2017). 

 

 

Figure 4.3 The Systematic Process of Mediator Analysis to Use for PLS-SEM 

 

The coefficients of work motivation and job satisfaction, job satisfaction to 

employee job performance, work motivation to job performance was 0.809; 0.336 and 

0.492 (figure 5) respectively. Besides, the p value for those paths were 0.000. Thus, 

the direct in these constructs was existed. Thus, followed the “Yes” arrow in the 

figure 6, we can conclude that the type of mediation was partial mediation 

(complementary).  

H10: Work motivation has a positive effect on performance of Civil servants in 

HCMC-DOHA. 
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Table 4.11 The Mediation Role of Job Satisfaction 

 Dependency 

Direct 

effect 

Indirect 

effect 

Total 

effect 

Mediating 

effect  

H 

1 

JM→JSA→ 

JP 

0.4923*** 0.2715*** 0.7637*** Partial 

mediation  

Support  

Note ***p≤0.001.  

Source: Analysis results of the author. 

 

 The Summary of The Study  

 

H2, H4, H5, H6 are rejected due to p value ≥0.05. 

H1 and H3 are accepted. Work conditions and supervisor support positively 

influence the degree of work motivation (p value ≤ 0.05). 81.2% of work motivation 

can be explained by work conditions and supervisor support. The effect of work 

conditions (f square value= 0.276) is higher than the influence of supervisor support 

on work motivation (f square value=0.257).  

H7, H8, H9 are accepted. Work motivation explains 65.4% job satisfaction of 

civil servants and job satisfaction plays at a mediator in the relationship between work 

motivation and job performance. 62.2% of employee job performance is explained by 

work motivation and job satisfaction. As prediction, the effect of work motivation on 

job performance (f square value=0.492) is higher than impact of job satisfaction on 

employee performance (f square value=0.336) as job satisfaction plays partial 

mediation role in the relationship between work motivation and job performance 

(accepted H10).  

 

Table 4.12 Summary of the Hypotheses 

 Dependency Conclusion 

H1 Work conditions →work motivation Accepted  

H3 Supervisor support→ work 

motivation  

Accepted 

H7 Work motivation→ job performance Accepted 

H8 Work motivation →job satisfaction  Accepted 

H9 Job satisfaction→ job performance Accepted 

H10 Job satisfaction is a mediator  Accepted 
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 Chapter 4: Summary  

 

Chapter 4 provided information of the qualitative research, and result of 

quantitative research. Qualitative research is the first step in that the author conduct to 

get the general information and opinions from key informants to design the 

conceptual framework, design questionnaire with proper measurement scales and 

translate the questionnaire to Vietnamese language.  

Quantitative research included the pilot test and main survey with necessary 

steps to get certificate for IRB. The result of quantitative research showed the 

descriptive statistics of participants and tested the research’s hypotheses. In order to 

test the research’s hypotheses, the measurement model was first assessed to ensure the 

validity and reliability of all observed items and constructs in the model.  Next, the 

structure model was examined, mediating effect of job satisfaction was tested on the 

relationship between work motivation and employee job performance. Work 

condition and supervisor support positively impact on the level of work motivation 

and job satisfaction is a partial mediation on the relationship between work motivation 

and job performance.  

Next, in chapter 5 Integration, Summary, Conclusion, Contribution, 

Discussion and Recommendation. Specific recommendations and suggestions will be 

proposed to implement suitable policies to improve the motivational factors, level of 

work motivation and working capacity among them. The limitation of the study is 

also presented as the guideline for future research directions.  

 



 

 

CHAPTER 5 

 

INTEGRATION, SUMMARY, CONCLUSION, CONTRIBUTION, 

DISCUSSION, AND RECOMMENDATION 

 Integration 

 

This part illustrated the integration between qualitative and quantitative 

findings of the study. The results of two methods have some convergences and 

divergences as below:  

 

5.1.1 Convergences  

 

The findings of two studies emphasized the issues in public organizations - 

work motivation and the important of this factor directly related to the sustainable 

development of organizations, department and agencies. 

The relationship of work motivation and employee performance is significant. 

If the qualitative method mentions the close relationship between work motivation 

and employee job performance by the knowledge and experience, the quantitative 

method once again confirmed this relationship statically. 

Moreover, job satisfaction plays a ritual role in increasing the performance and 

somehow related to the work motivation of civil servants. The distinguish of work 

motivation and job satisfaction is quite blur, the researcher should be carefully to 

identify the role of job satisfaction in the relationship between work motivation and 

employee job performance.  



 

 

 

5.1.2 Divergences 

 

Even though there are many vergences in the findings of the qualitative and 

quantitative method results, divergences are recognized as: 

First of all, the numbers of factors affecting work motivation of civil servants. 

In qualitative research, each of participants proposed more than six factors 

commonly can be the motivational factors: however, in the qualitative results,only 

two factors (work conditions and supervisor support) are confirmed to influence the 

degree of work motivation of civil servants. This divergence can be explained because 

of the nature of each method. Qualitative method result is based on the personal 

opinions of participants but lack of generalization. The quantitative method result is 

illustrated the general factors impact the motivation of civil servants who work in the 

Department of Home Affairs.  

Secondly, the role of job satisfaction. 

If the qualitative research cannot clear the role of job satisfaction in the 

relationship between work motivation and employee job performance, quantitative 

research illustrated job satisfaction is mediator as partial mediation. This would help 

the leaders and managers evidence in considering next strategies in the future to 

balance the role of factors for the sustainable development of the department. 

Last but not least, the type of data that the researcher got from two researches. 

The researcher got the clear the explanations, comments, and opinions from the 

qualitative research. By conducting interview with participants, the researcher can 

truly understand the issue from knowledge and experience, how the civil servants 

recognized and evaluated their performance from personal stories and daily activities. 

The qualitative research’s results, on the other hand, generalized the main factors that 

affect the work motivation and reconfirmed the positive relationship between work 

motivation and job performance. 

In summary, the combination of the qualitative research and quantitative 

research allows the researcher to benefit from strengths and to overcome the 

limitations of both methods. In particular, the researcher was unclear about which 

variables might be the causes of the issue, beginning with qualitative research by in-
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depth interviewing experts and civil servants to gain better understanding about the 

phenomenon of the interest and to identified the potential variables. From the 

qualitative research, six factors affect work motivation (work conditions, job security, 

supervisor support, coworkers support, rewards and recognition and job 

characteristics), job satisfaction as a mediator in the relationship between work 

motivation and job performance as one of the hypotheses. After the potential variables 

and all hypotheses are identified, then quantitative research conducted to test the 

validity of the variables using the data collect in a large scale. The result of quantitate 

research proved 2 factors (work conditions and supervisor support) positively 

influence the work motivation and the partial mediation effect of job satisfaction on 

the relationship of work motivation and performance. By using the combination of 

two researches, not only it allows researcher identify potential factors that cause 

problem, but also verify whether those are actually relevant for the majority of the 

civil servants.  

 

 The Summary Result of the Research 

 

This study aims to identify, and measure factors the work motivation of the 

civil servants in public departments, specifically in the Department of Home Affaires 

in Ho Chi Minh City. Besides, the relationship of work motivation and employee job 

performance is also tested with the mediator- job satisfaction. Following the research 

questions, the research objectives are considered to describe the expectation of author 

after completing this study.  

 

5.2.1 Summary of Qualitative Research Finding  

The results showed that there are 6 factors affect the work motivation of civil 

servants as work conditions, job security, supervisor support, coworkers support, 

rewards and recognition and job characteristics. Moreover, the job satisfaction is 

added in the conceptual framework to understand more clearly the relationship 

between the work motivation and employee job performance. Besides, the language 

of questionnaire should be clear and simple so that the civil servants have no problem 
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or uncomfortable feeling to fill in and the following steps of the research should be 

conduct very carefully for the quality of the final result of the research. 

   

5.2.2 Summary of Quantitative Research Finding  

There are totally ten hypotheses in this research illustrated in the conceptual 

framework. Form the result of the Quantitative research, four hypotheses: H2. H4, H5 

and H6 were rejected as p value higher than 0.05. This result means Job security, 

Coworkers support, Rewards and Recognition and Job characteristics are statistically 

insignificant work motivation at 0.05.  

H1, H3 were accepted due to the p value was lower than 0.05. This result 

means Work conditions and Supervisor support are statistically significant work 

motivation at 0.05. 

H7, H8, H9 were accepted due to the p value lower than 0.05. The acceptance 

of three hypotheses H7, H8 and H9 leads to the conclusion that job satisfaction plays as 

the partial mediator in the relation of work motivation and job satisfaction. Therefore, 

H10 was confirmed.  

The results of the research pointed out that the positive impact of two factors 

on Work motivation of civil servants in Department of Home Affairs in HCMC, 

however, the level of the influence of each factor is different. According to the degree 

of impact on work motivation, they are respectively: work conditions supervisor 

support. Besides, the research revealed positive relationship between work motivation 

and employee performance and factor job satisfaction affects this relationship as a 

mediator (partial mediation). 

 

 Conclusion  

 

This thesis is aimed to illustrate factors affecting work motivation, the 

influence of job satisfaction as a mediator on the relationship between work 

motivation and employee job performance of civil servants in public organization, 

specifically who are working in Ho Chi Minh City Department of Home Affairs.  

The author devoted most time and efforts in literature review to understand the 

current issues and find out which topic should be picked to study. Among current 
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phenomena, work motivation and the effective job performance are the urgent issues 

that needed more attention from researchers. That is the reason why the author 

decided to study about work motivation. In literature review, theoretical background, 

main key concepts with hypotheses are considered unbiasedly and without any 

personal judgment, all the evidence based on the prior researches, secondary data, 

information from official sources. As the result, the conceptualization and definitions 

of six motivational factors (work conditions, job security, supervisor support, 

coworkers support, rewards and recognition and job characteristics), job satisfaction 

as the mediator in the relationship between work motivation and job performance, as 

well as the prediction about correlations among them are outlined.  

Besides, the methodology used in this research is mixed method. Qualitative 

study with five key informants (3 experts and 2 civil servants) was performed through 

in-depth interview to gain the knowledge and have an overview to pre-design the 

conceptual framework for the research. Follow up qualitative method is quantitative 

method. In quantitative method, provides ways to design the research, describe the 

population and sample size, design questionnaire, collect and analyze data. Collected 

data is analyzed by SPSS 20 and Smart PLS 3.0 software to test the hypotheses. 

Quantitative approach with 43 observed items was used. Finding gave the 

understandings of factors affecting work motivation, the relationship of work 

motivation and job performance through mediator, job performance in the Department 

of Home Affairs in Ho Chi Minh City. The pilot testing and main survey were 2 main 

steps in quantitative approach.  

In pilot test, the questionnaire was distributed to 30 participants, then the 

collected data analyzed by SPSS to confirm the reliability and validity. The result 

revealed Cronbach’s alpha reliability of all construct had value over 0.8, Corrected 

Item total Correlation is higher than 0.3 which is very good, therefore, key constructs 

are valid, and it can apply for Vietnam. The author then submitted the final 

questionnaire to IRB committee in NIDA-Thailand regarding to ethnicity in research, 

the Certificate of Exemption is issued in March 2021.  

In main survey stage, the data collected is from questionnaires of 187 civil 

servants in Ho Chi Minh City, Department of Home Affairs. This data would be used 

to analyses for the results in the quantitative method. There are three steps of the 
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survey analysis: validity and reliability testing measurement scales and final testing of 

the hypotheses. This research adapted prior measurement scales to ensure the validity 

of all scales. These scales had been used and tested in many researches among various 

countries and now they are tested and confirmed in Vietnam.  

Furthermore, findings of this research illustrate that two factors (work 

conditions, supervisor support) had a positive significant influence on work 

motivation in different level, while job satisfaction plays as a mediator (partial 

mediation) affecting the relationship of work motivation and employee job 

performance.  Findings of this research give leaders, managers and supervisors of the 

department an overall look about the antecedent as well as the consequences of work 

motivation. Based on the research findings, if the advance in motivational factors is 

high enough, the work motivation among civil servants will be increased, then leads 

to the enhance in performance with the mediator effect of job satisfaction. The 

research may contribute managerial implications so that leaders and managers could 

consider in the department to boost the work motivation at a higher degree to improve 

the performance of civil servants and the sustainable development of department as 

well. 

 

 Contribution of the Research 

 

5.4.1 Theoretical Contribution   

 

This research aimed to identify the motivational factors impact work 

motivation basing on the main theory of Maslow’s Hierarchy of Needs. Besides, the 

author compared the Maslow theory with updated SCARF model of David Rocks to 

confirm whether the Maslow is still properly to use as the main theoretical 

background for this research or not. From author’s point of view, Maslow is still a 

sound theory that covers all the main factors in SCARF model such as Status and 

Fairness belong to Self-esteem Needs, Certainty is in Safety Needs, Autonomy is 

characteristic of Self-actualization Needs and Relativeness is one of the elements of 

Belongings Needs. In literature review, the definitions of every key concepts of 

research such as work motivation, the importance of work motivation, Job satisfaction 
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and employee Job performance are reviewed in very careful and clear from many 

different researchers and theorists as well. The conceptual framework is designed in 

rational and nonbiased judgment. For each hypothesis, the construction is followed as:  

The definition of the independent variable, the relationship of that independent 

variable with dependent variable (with the support of Maslow’s Theory), and finally 

the prior researches confirmed or proved that relationship.  

Moreover, the effect of mediator (job satisfaction) on the relationship between 

work motivation and employee job performance is explained by the logical linkage of 

the set of three hypotheses to ensure the correctness and logic for the hypothesis 

development.  

The methodology provided the ways to design research step by step with 

flowchart explaining all the steps to conduct a research. Those who are new in doing 

research can understand the process of research without any ambiguous for sure. 

Identifying population, sample, questionnaire design, IRB procedure and data analysis 

are included in chapter three. Collected data is analyzed by two software SPSS 20 and 

Smart PLS 3.0 to test hypotheses which proposed in chapter 2. There are three steps 

of survey: reliability, validity and hypotheses testing in this research.  

The finding of this research gave the leaders and management in Public 

department an overall picture of work motivation, not only the antecedents of work 

motivation but also work-related behaviors such as job satisfaction and employee 

performance. From the result of data analysis, the author draws a conclusion if the set 

of motivational factors are activated in the right way, work motivation among civil 

servants can upsurge dramatically and lead to the sustainable development of 

department or organization by the advance performance of workforce. Understanding 

those issues, the leaders might have some strategies to enhance effectiveness and 

efficiency of staffs and prevent some potential risks related to human resource 

management that may happen in the future.  

5.4.2 Public Administration Contribution as Practical Implication  

In order to enhance the level of motivation and employee job performance, 

Department should prior orderly to improve factors which have positive high-level 

impact to work motivation. Moreover, the characteristic of participants (in this 

research are civil servants) such as gender, age, marital status, education background 
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should be considered. Some of them can shape or explain the result of the research. 

Based on the empirical collected data and finding from collected questionnaires, some 

recommendations and suggestions with discussion are presented by author to enhance 

the current level work motivation, satisfaction and employee job performance in Ho 

Chi Minh City Department of Home Affairs as below.  

5.4.2.1 Work Conditions   

 In this study, work conditions had the high positive impact on work 

motivation of civil servants in the department (coefficient effect equals 0.276). 

Generally, the “working condition here are good”.  

“I am never overworked”: As mentioned in the introduction, working under a 

lot of pressure with heavy workload is one of the reasons why many civil servants 

purposely leave their job. Therefore, firstly, leaders and managers in department 

should pay more attention to balance the workload as well as the workforce. The 

numbers of employees should be suitable with the workload of those divisions. This 

consideration will prevent the issue that in division with heavy workload, the 

workforce is not enough then the staffs or employees have to work overtime too often 

with high pressure and vice versa. Specifically, in some period of time, when the 

required service is much higher than normal time, work should be shared among 

interchangeable divisions for better results, then civil servants will perceive “My 

working hours are reasonable”.  

Secondly, “Physical condition in workplace is comfortable for me” managers 

and administrative team should ensure that necessary machines for work such as 

printers, fax machines and personal desktops should be enough and in good 

conditions in every divisions at department. Moreover, the break room with coffee, 

tea, and snacks should be considered as the extra space for employees to rest and relax 

during their lunch time or after meeting time. In department, it is impossible for 

employees to choose a space because departmentalization is being practicing, 

however, in their personal desk, let them the freedom to customize or decorate their 

area such as stick photos or flowers. 

Thirdly, “This organization spends enough money on health and safety-related 

matters”. Generally, all the civil servants in this department hold insurance card that 

can be used in specific public hospitals in city, for better outcomes of employees’ 
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wellbeing, leaders or managers should practice special healthcare services that some 

of the private companies are processing right now. Health related issues are either 

physical or mental problems and according to the observation of author, mental health 

of civil servants is more serious than physical one because of the nature of “white-

collar” staff’s job. Therefore, managers should consider to invite or hire physician or 

psychologist to come and available in department’s clinic room once or twice a week, 

then if civil servants, who are sick or disturbed by mental problems, can spend short 

time to visit and receive immediate advice from the physician or psychologist instead 

of waiting for day off to check in public hospital.  

5.4.2.2 Supervisor Support  

Supervisor support as also a second factor having direct positive impact to 

civil servants’ motivation (coefficient effect equals 0.257). 

Firstly, “My supervisor makes me feel comfortable talking to him or her about 

my conflicts between work and non-work”: directed supervisor should to open 

communication and let the subordinates feel free to share their own concerns about 

work-related issues as well be aware of non-work-related stressors that might be 

present in personal lives and allow flexible. In break time or lunch time, when 

supervisor and employees can sit together and talk through problems, try to listen to 

their problems or concerns that they may have are highly recommended. The 

characteristics of employees are different from each other, so supportive supervisor 

might give more attention to a member who is behaving strangely, that employee 

could be under stress or any worry from their work or personal life.  

Then, “I can depend on my supervisor to help me with scheduling conflicts if I 

need it”: Civil servants easily feel panic whenever they are handling with work-

related issue especially young employees. This feeling always happens mainly 

because of lacking work experience. In those cases, no one but the supervisor is the 

one that civil servants can come and ask for assistance. Supervisor should be available 

or find chance to communicate with those who requests for help or spend time 

listening to their subordinates. Besides, managers or supervisors can annually open 

team meetings as formal discussions about work pressures and challenges within the 

work and life to understand employees, aiming encouraging workers to come up with 

practical solutions for task-related issues that might arise in department or divisions. 
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Sometimes, the short and informal chat with supervisor can heal and relief the worry 

of a frustrated, depressed employee.  

Next, “My supervisor demonstrates how a person can jointly be successful on 

and off the job”: Employees perceived the enthusiastic attitudes from their supervisors 

by the way he or she gives instructions, attempts to guide the work or provides 

supportive feedbacks to help them fulfill their tasks. Supervisor should be aware 

facial expression while communicating with the subordinates. Professional supervisor 

should not show anger or frustration because of personal or family problems in 

workplace. Of course, no one is happy all the time, supervisor might have bad days 

but should not use that as an excuse to blame employee who does not do any 

mistakes.  

Furthermore, “My supervisor thinks about how the work in my department can 

be organized to jointly benefit employees and the company”: Managers or supervisors 

should discuss with employees about general information of department strategies and 

related decisions or future plans. At the same time, the feedbacks of employees will 

be recognized and listened as one of the sources of suggestions to improve department 

strategies.  

Department also should create an organizational purpose and missions in the 

form of publication with the department’s goals to all employees. With this clear 

information, employees can perceive the benefit of them, and department are strongly 

jointed.  

“My supervisor gives feedback in a way that feels safe”:  In case employees 

performed not really well, the supervisor should provide sufficient information and 

give feedback as the way that employee feel safe so that they will not lose face or feel 

embarrass to their coworkers. Instead of blaming, supervisor should give employees 

practical, constructive advices and guidance on areas that need improving.   

Besides giving feedback about the subordinate's performance, supervisor 

should provide encouragement, information about expectations that employees and 

others hold for the individual, demonstrates of how to perform tasks and missions 

well, give them opportunities to practice new skills and receive feedback in a 

nonthreatening environment, and praise for success along the way of performance’s 

improvement. 
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5.4.2.3 Employee Job Performance and Mediating Effect of Job 

Satisfaction  

The relationship between work motivation and employee job performance is 

stronger with a high degree of job satisfaction. In more detail, motivated civil servants 

with a high level of job satisfaction tend to have more advance in doing and achieving 

targets and goals in their work compare to civil servants who perceive lower level of 

satisfaction in what they are doing. Therefore, it is clear that job satisfaction could 

heighten the impact of work motivation and job performance of workforce in this 

department. On the other hand, civil servants with low level of satisfaction tend to 

think of themselves as victims, lack of and motivation, work with misery state of 

mind and blame on the situations (lacking of support from their supervisor, their 

coworkers are not friendly and their workload is too much, physical condition in 

department is lower than their expectation and so on).  

Finally, leaders in department should focus on enhancing work motivation as 

well as job satisfaction for all the civil servants especially young and fresh ones who 

are very new in their public service career. As the result they can clearly identify their 

own destiny and direction in the future on the sake of themselves and for the stable 

development of department, for the development of the city as well as Vietnam public 

organizations in general.  

 

 Discussion 

 

After figuring out the result of the research, there are two questions that author 

wonders. The first question, how can work conditions and supervisor support affect 

more than 80% of motivation of civil servants in the department of Home Affairs? 

The second question is that why other factors such as job security, coworkers support, 

rewards and recognition and job characteristics are insignificant with work 

motivation? and Can we assume the result of research reflects the nature of public 

organizations of Vietnam? The answers can be explained as:  

First and foremost, answer for question one, work conditions and support from 

supervisor: 
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Work conditions: have the high impact on work motivation of civil servants. 

Let see the items measured work conditions referred in questionnaire.   

My working hours are reasonable. I am never overworked. Physical condition 

in workplace is comfortable for me. This organization spends enough money on 

health and safety-related matters and My working conditions in here are good. To 

make civil servants satisfy with the work conditions, they need deserve a work with 

“work life balance”. 

Work-life balance is considered as the most meaningful linkage that connects 

organization and its success and becoming a global phenomenon (N. Khan et al., 

2017). There is no individual with capacity to work all the time and spend no time for 

their family to enjoy social activities with family members or friends. Employees' 

motivation in an organization is tight or not, it depends on the balance of employees’ 

work and life. Employees can balance work and life such as time spent in career, 

family, playtime, and entertainment after work and social activities are almost highly 

motivated in work than those who bias either work or life.  

As mentioned in chapter 1, Vietnamese government has been designing 

strategic plans to improve administrative activities. With positive outcomes, the 

reform somehow becomes the source of burden and stressor to public servants in 

HCMC and the whole system due to the too high requirements as well of expectations 

for the better public services with high rate of population and civil servants working 

in Department of Home Affairs are not exception. Specifically, in this research, 

respondents’ characteristics can reflect the results as majority of respondents were 

married women, therefore, besides works and tasks in workplace, they have to take 

care of their family. More importantly, they are deserved enough time to spend with 

their family. If the civil servants have reasonable workload in with sound working 

hours, they will have more time to take part in outside activities as the way to 

recharge for themselves and work with far higher motivation next days. Moreover, if 

civil servants work in comfortable place with good state of mind and perfect health 

condition, what the supervisors and leaders can expect is fancy performance with 

outstanding achievement.  

That is the reason why, the excellent work conditions dramatically influence 

on the work motivation of civil servants as one of the finding of the research.  
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Next, supervisor support will be seen from different point of view. Firstly, 

from employees’ viewpoint is related to one of the dimensions of culture: power 

distance. Hofstede believes there is a significant large power distance in Vietnamese 

culture (Sower Jc, 2005). A common pattern of centralized decision-making system 

could be witnessed in many Vietnamese organizations and most of crucial decisions 

are made by senior leaders or managers (Napier, 2006). In addition, both managers 

and employees accept large power gaps in their companies. The mindset that persons 

in higher position (president or CEO) have more power than employees for example 

is not strange in those companies. In a public organization, staffs in divisions have 

only handful opportunities to have conversations with top managers or top leaders. 

Some of them feel “awkward and worry” when they must talk with leaders or 

managers even though they really want to receive support or assistance. It can be one 

of the main reasons why supervisor support is very important that can boost the 

degree of work motivation. One civil servant in the qualitative research revealed that 

his day is full of energy whenever he has the very short conversation, a smile or only 

a greeting from his supervisor. Shrinking the power distance in public organization 

takes a lot of time, however, the leaders and managers on the top should have some 

strategies or channel to connect and communicate regularly with employees for 

enhancing the individual and organizational development.  

This leads to the consideration of leadership and the importance of leadership 

nowadays in public organization. In public sector, government-owned organizations 

or family-oriented companies, leaders would not have an open mind-set and it would 

be more likely for them to practice the traditional Vietnamese leadership style, with a 

lot of controlling and power hierarchy (Dang, 2017), majority of them are still led by 

the old style, which could be a big concern for Vietnam’s development in the future 

(Vuong & Arthachinda, 2019). Since Vietnam is on the way to globalize the market 

and many foreigners and even local young employees with different background are 

searching for careers, future leaders should have more open-minded attitude with 

suitable leadership style, to adapt as fast as possible to changes and diversity. We 

acknowledge that this will be a big challenge for the old generation leaders, as they 

were not used to this kind of diversity before, due to the fact that Vietnam used to be 

under the wars and have a closed economy policy. However, as long as differences 



119 

 

 

and diversity are not ignored by leaders, but welcomed, accepted and celebrated, 

leaders will be able to adapt to these changes in the future as soon as it should be. 

How about other “insignificant factors”? coworkers support, rewards and 

recognition, job security and job characteristics.  

Start with coworkers’ support, rewards and recognition, both of two factors 

are related the characteristics of Vietnamese culture: collectivism. 

“Collectivism is a concept used to describe any public perception of moral, 

political or social perspectives. It emphasizes the interdependence between human 

belong to each other, and the importance of collective rather than separate individual” 

(Tri, 2016) . In a society with collective culture, people are born and raised in an 

extended family all family members tend to help and support each other as much as 

they can. In addition, society with the characteristics of the culture of collective social 

form is common in East Asian such as Vietnam, China, South Korea, .... Vietnam is 

seen as a country with a collective culture. Hence, in organizations, working to build 

relationships again placed priority and the first task that all employees aim to get. 

Therefore, it is easy to understand that the civil servants in department have a good 

relationship with each other, and they consider rewards and recognition as the 

achievement of the whole group, of the department where they are working for. The 

unit sample of the research is individual, so that “rewards and recognition” is not the 

factor that increase or enhance work motivation of civil servants. It explains the 

coworkers support and rewards and recognitions have little effect on the work 

motivation of work motivation.  

Job characteristics and Job security:  

Department of Home Affairs is an official administrative agency which 

established basing on Max Weber theory (Task specialization, Hierarchical layers of 

authority, Formal selection, Rules and requirements, Impersonal, Career orientation). 

Task specialization can explain why job characteristics have very small effect 

on the work motivation. In public organization, tasks are divided into simple, routine 

categories based on competencies and functional specializations. Every employee is 

responsible for what he/she does best and knows exactly what is expected of him / 

her. Furthermore, from the demographics result, the majority of participants have 

work experience from 5 to 10 years, they get used to how to do their job, understand 
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their work routine so well and they know to good they are in performing civil services 

to citizens.  

Formal selection illustrates the idea that civil servants can predict their career 

security. They signed the contract which terms are determined by organizational rules 

and requirements before being an official employee. Therefore, job security and job 

characteristics are perceived very clearly by civil servants of the department.  

As the author predicted, work motivation importantly affects the performance 

of civil servants. The leaders and managers now should pay more attention and efforts 

to improve the work conditions and support for the workforce in the department to 

enhance the work motivation, then with the satisfaction as a partial mediation, 

individual and organizational performance of the department will be developed far 

more than our expectation as consequence.  

It was interesting and surprising at the same time to see how the data and the 

results went beyond the expectations at first, but on the second though, these results 

reflect very well the true picture and nature of public organizations in Vietnam 

socially and politically.   

 

 Limitation and Recommendations for Future Research  

 

There were some limitations of this research. First of all, the qualitative of this 

research was conducted by online platform due to the situation (COVID 19 

pandemic), therefore, the author might not get all the expressions, gestures and facial 

expressions of key informants during the interviews. 

Secondly, the survey to get the data used for this research was only conducted 

by convenient method with quite small sample size, it may not reflect truly for the 

whole Department of Home Affairs. Further researches should be conducted a survey 

by probability sampling method with a larger sample size, it will increase reliability 

and generalization of the results.  

Thirdly, there are many determinants that effect on work motivation, but in 

this research, only six determinants of motivational factors were investigated. 

Therefore, future researches could include more determinants affecting the level of 

work motivation which may contribute more value knowledge to theory and practice. 
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Moreover, the mediator in future researches can be selected such as intelligent 

emotion or turnover intention and so on. 

Finally, in the future, researchers should consider to culture and organizational 

culture while doing any works related to HR management research. Sometimes, the 

point of view of researchers and employees’ in that organization is quite dissimilar. 

When the researchers acknowledge the importance of culture, it will be a concreate 

background to understand clearly what and how they should process the next steps in 

their research. 

 

 Chapter 5 Summary 

 

Chapter 5 is the final chapter of this thesis mainly provided the information of 

Integration, summary, conclusion, contribution, discussion and recommendation the 

for the future research.  

Specifically, the practical implications are focused to give the leaders and 

managers as well as the supervisors in department suggestions, advices and 

managerial implications to improve the level of factors effecting the level of work 

motivation, how to tighten the relationship between work motivation and employee 

job performance through the mediator variable: job satisfaction.  

With the discussion, the author aimed to clear the reasons to explain the results 

of the research. Both qualitative and quantitative approach play an important role to 

understand the real causes and effects of the issue. Besides, the explanations 

mentioned for the research’s result are from culture, organizational culture and style 

of leadership.  

The limitation is also one of the concerns of author, if the future researchers 

can overcome those kinds of limitation, there will be the better researches published 

in the field of Human resource management in public organizations not only in 

Vietnam but also in other countries’ context.  
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APPENDICES 

APPENDIX A Questionnaire Sample  

 

Dear Sir/Madam, 

This questionnaire is to be filled by civil servant working in Department of 

Home Affairs in Ho Chi Minh City- Vietnam. It is part of my research for Master 

Degree in Public Administration, Graduate School of Public Administration- National 

Institute of Development Administration (GSPA-NIDA). 

Objective of this questionaire is to support a research being conducted under 

the tittle: “Factor Affecting Work Motivation and the influence of Work Motivation 

on Civil Servants’ Job Performance through Job Sastisfaction as a mediator: An 

evidence from Department of Home Affairs in Ho Chi Minh City, Vietnam”. Your 

answers in this questionnaire are very important to understand the true picture for the 

research and your participation in this survey is voluntary. 

All information you provide will be strictly confidencial and not be disclosed 

without your permission.  If you have any questions or suggestions, please contact the 

researcher via email address: khanhnhat2110@gmail.com or phone number: 

+ (66)840950607. 

Your sincerely,  

Le Khanh Nhat 

 

mailto:khanhnhat2110@gmail.com
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A. FACTORS AFECTING WORK MOTIVATION 

No Statements  

Working Condition 

1 My working hours are reasonable. 5 4 3 2 1 

2 I am never overworked. 5 4 3 2 1 

3 Physical condition in workplace is 

comfortable for me. 
5 4 3 2 1 

4 
This organization spends enough 

money on health and safety-related 

matters. 

5 4 3 2 1 

5 My working conditions in here are 

good 
5 4 3 2 1 

Job Security 

6 
My work meets the company’s 

standards. 
5 4 3 2 1 

7 
Management is really trying to build 

this company and make it successful. 
5 4 3 2 1 

8 
This company really makes you feel 

wanted. 
5 4 3 2 1 

9 
I am not really sure of how long my 

job will last (R). 
5 4 3 2 1 

10 
I regard my position as a career rather 

than a job. 
5 4 3 2 1 

Supervisor Support 

11 

My supervisor makes me feel 

comfortable talking to him or her 

about my conflicts between work and 

non-work. 

5 4 3 2 1 

12 

I can depend on my supervisor to help 

me with scheduling conflicts if I need 

it. 

5 4 3 2 1 

13 

My supervisor demonstrates how a 

person can jointly be successful on 

and off the job. 

5 4 3 2 1 

14 

My supervisor thinks about how the 

work in my department can be 

organized to jointly benefit employees 

and the company. 

5 4 3 2 1 

15 
My supervisor gives feedback in a 

way that feels safe. 
5 4 3 2 1 

Coworkers Support 

16 
You feel appreciated by your 

coworkers. 
5 4 3 2 1 

17 Your coworkers really care about you. 5 4 3 2 1 

18 Your coworkers are friendly to you. 5 4 3 2 1 
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No Statements  

19 
Your coworkers are helpful in getting 

your job done. 
5 4 3 2 1 

20 
Your coworkers give useful advice on 

job problems. 
5 4 3 2 1 

Rewards and Recognition 

21 

The organization recognizes the 

significance of the significance of the 

contributions I make. 

5 4 3 2 1 

22 
My supervisors generally appreciate 

the way I do my job. 
5 4 3 2 1 

23 
I am rewarded for serving customers 

well. 
5 4 3 2 1 

24 
Reward and recognition are given in a 

fair and consistent manner. 
5 4 3 2 1 

Job Characteristics 

25 
This job requires me to use a number 

of complex or high level skills. 
5 4 3 2 1 

26 

This job involves doing whole and 

identifiable piece of work with an 

obvious beginning and end. 

5 4 3 2 1 

27 

This job is one where a lot of other 

people can be affected by how well 

the works get done. 

5 4 3 2 1 

28 

This job permits me to decide on my 

own on how to go about doing the 

work. 

5 4 3 2 1 

29 

Besides feedback from my co-

workers, this job actually provides 

clues on how well I am doing my 

work. 

5 4 3 2 1 

 

Please consider the following statement and put ✓ in an appropriate 

descriptive word that that corresponds to your opinion about your perception in your 

Department.  

Please check in the most suitable answer. 

5 4 3 2 1 

Strongly Agree Agree  Neutral Disagree  Strongly 

Disagree  Thank you for your cooperation! 
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B. WORK MOTIVATION 

Work Motivation 

30 Because I feel comfortable in my 

work. 
5 4 3 2 1 

31 Because I feel satisfied when I 

optimize my skills at work. 
5 4 3 2 1 

32 Because I have to work, anyway I 

want to have a positive feeling about 

myself. 

5 4 3 2 1 

33 Because I want to show others how 

good I am at this work. 
5 4 3 2 1 

34 I expect to continue working as long 

as I can. 
5 4 3 2 1 

 

C. JOB SATISFACTION AND EMPLOYEE JOB PERFORMANCE 

Job satisfaction 

35 My job is usually interesting enough 

to keep me from getting bored. 
5 4 3 2 1 

36 

 

I enjoy my work more than my leisure 

time. 
5 4 3 2 1 

37 Most days I am enthusiastic about my 

work. 
5 4 3 2 1 

38 I feel fairly well satisfied with my 

present job. 
5 4 3 2 1 
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Job Performance 

39 I managed to plan my work so that it is 

done on time 
5 4 3 2 1 

40 I had trouble setting priorities in my 

work(R) 
5 4 3 2 1 

41 I came up with creative ideas at work 5 4 3 2 1 

42 I started new tasks myself, when my old 

ones were finished 
5 4 3 2 1 

43 I spoke with colleagues about the 

negative aspects of my work 
5 4 3 2 1 

 

D. OPINIONS AND SUGGESTIONS  

..........................................................................................................................................

..........................................................................................................................................

..........................................................................................................................................

..........................................................................................................................................

..........................................................................................................................................

..........................................................................................................................................

................................... 
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E. PERSONAL INFORMATION  

1. Gender - Male  1 - Female  2 

 

2. Age 

- Less than 25 

years old 
 1 -  26-30 years old 

 2 

 - 31-40 years 

old 
 3  − > 40years old 

 4 

 

3. Tenure 

- Less than 3 

years 
 1 - 3 - 5 years 

 2 

 - 5- 10 years  3 - More than 10 years  4 

 

4. Maririge 

status 
- Single  1 - Marriged  

 2 

 

5. Education 

Below 

Bachelor 
 1 - Bachelor 

 2 

- Master  3 - Ph.D  4 

 

Thank you for your co-operation. 
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BẢNG CÂU HỎI 

Thân gởi quý Anh/ Chị, 

Hiện nay, chúng tôi đang thực hiện đề tài nghiên cứu" Các yếu tố ảnh hưởng 

đến Động lực và Hiệu quả công việc của Nhân viên", rất mong quý  Anh/ Chị dành ít 

thời gian và vui lòng điền thông tin vào bảng câu hỏi dưới đây. Sự hỗ trợ của  Anh/ Chị 

có ý nghĩa rất lớn đối với kết quả nghiên cứu và sự thành công của đề tài. Xin lưu ý 

rằng không có câu trả lời đúng hay sai. Tất cả các câu trả lời của quý Anh/ Chị đều có 

giá trị cho đề tài nghiên cứu này. Mọi thông tin, ý kiến của  Anh/ Chị sẽ được giữ bí 

mật tuyệt đối.  

Anh/ Chị cũng có thể đóng góp ý kiến khác của mình bên dưới cùng của bảng 

câu hỏi hoặc liên hệ với nghiên cứu viên qua email: khanhnhat2110@gmail.com. 

Chúng tôi cam kết thông tin mà Anh/ Chị cung cấp chỉ phục vụ cho mục đích nghiên 

cứu khoa học.  

Xin chân thành cảm ơn sự tham gia của Anh/ Chị. 

Anh/ Chị vui lòng chọn vào ô tương ứng thể hiện mức độ đồng tình của  Anh/ 

Chị đối với mỗi phát biểu theo quy ước sau:  

Các giá trị từ 1 đến 5 trên mỗi câu hỏi tương ứng với mức độ đồng ý của  Anh/ 

Chị. 

1. Hoàn toàn không đồng ý        2.Không đồng ý      3. Bình thường            4. 

Đồng ý    

 5. Hoàn toàn đồng ý 

Anh/ Chị vui lòng chọn vào ô tương ứng thể hiện mức độ đồng tình của  Anh/ 

Chị đối với mỗi phát biểu theo quy ước sau:  

1 2 3 4 5 

Hoàn toàn không đồng ý Không đồng ý Bình thường Đồng ý Hoàn toàn đồng ý 
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A. CÁC YẾU TỐ ẢNH HƯỞNG ĐẾN ĐỘNG LỰC LÀM VIỆC  

STT Các yếu tố Mức độ đồng ý 

Điều kiện làm việc 

1 Thời gian làm việc của Anh/Chị là 

hợp lí 
1 2 3 4 5 

2 
Khối lượng công việc trong ngày 

của Anh/Chị phải làm trong ngày 

là phù hợp.  

1 2 3 4 5 

3 Anh/Chị hài lòng với cơ sở vật 

chất trong cơ quan. 
1 2 3 4 5 

4  Cơ quan có chế độ bảo hiểm hợp 

lí cho cán bộ công chức.  
1 2 3 4 5 

5 Nhìn chung, điều kiện làm việc ở 

cơ quan khá tốt.  
1 2 3 4 5 

Công việc ổn định 

6 Công việc của Anh/Chị đáp ứng 

với tiêu chuẩn của cơ quan. 
1 2 3 4 5 

7 

Ban Giám đốc luôn có kế hoạch 

xây dựng Sở trở thành một cơ quan 

vững mạnh của Thành Phố. 

1 2 3 4 5 

8 
Cơ quan tạo cho Anh/Chị cảm giác 

được tôn trọng. 
1 2 3 4 5 

9 
Anh/Chị không chắc mình sẽ làm 

việc bao lâu tại cơ quan 
1 2 3 4 5 

10 

Trong lúc công tác tại Sở, Anh/Chị 

xem đây là nghề nghiệp của mình 

hơn là công việc đơn thuần. 

1 2 3 4 5 

Sự hỗ trợ của cấp trên 

11 
Anh/Chị dễ dàng thảo luận công 

việc với cấp trên của mình. 
1 2 3 4 5 

12 

Anh/Chị luôn nhận được hỗ trợ kịp 

thời từ cấp trên để hoàn thành công 

việc. 

1 2 3 4 5 

13 

Cấp trên là hình mẫu cho việc một 

cá nhân hoàn toàn có thể thành 

công trong cả công việc và cuộc 

sống. 

1 2 3 4 5 

14 

Cấp trên của Anh/Chị luôn cân 

nhắc trong việc hài hòa lợi ích của 

nhân viên với lợi ích của cơ quan. 

1 2 3 4 5 

15 
Cấp trên khéo léo khi đưa ra nhận 

xét về công việc cho Anh/Chị. 
1 2 3 4 5 

Sự hỗ trợ của đồng nghiệp 

16 
Anh/Chị được đồng nghiệp yêu 

mến. 
1 2 3 4 5 

17 Đồng nghiệp quan tâm đến Anh/ 1 2 3 4 5 
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STT Các yếu tố Mức độ đồng ý 

Chị.  

18 
Đồng nghiệp của Anh/ Chị luôn 

thân thiện.  
1 2 3 4 5 

19 
Đồng nghiệp luôn hỗ trợ nhau để 

hoàn thành công việc. 
1 2 3 4 5 

20 

Đồng nghiệp đưa ra nhiều lời 

khuyên có ích khi Anh/Chị gặp rắc 

rối trong công việc. 

1 2 3 4 5 

Phần thưởng và sự công nhận 

21 

Cơ quan nhận ra tầm quan trọng 

những đóng góp mà Anh/Chị mang 

lại. 

1 2 3 4 5 

22 

Cấp trên thường đánh giá cao cách 

Anh/Chị thực hiện công việc của 

mình 

1 2 3 4 5 

23 

Anh/Chị được khen thưởng vì 

hoàn thành tốt công việc được 

giao. 

1 2 3 4 5 

24 

Phần thưởng và sự công nhận được 

đưa ra một cách công bằng và nhất 

quán. 

1 2 3 4 5 

Bản chất công việc 

25 
Công việc đòi hỏi Anh/Chị phải sử 

dụng nhiều kĩ năng để hoàn thành. 
1 2 3 4 5 

26 

Công việc của Anh/Chị là một 

khối thống nhất có bắt đầu và kết 

thúc. 

1 2 3 4 5 

27 

Kết quả công việc mà Anh/Chị 

đang làm ảnh hưởng đến rất nhiều 

người. 

1 2 3 4 5 

28 

Anh/Chị được phép đưa ra quyết 

định về cách mà Anh/Chị thực 

hiện công việc. 

1 2 3 4 5 

29 

Anh/Chị có thể dự đoán năng lực 

bản thân thông qua chính công 

việc mình đang làm. 

1 2 3 4 5 
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B. ĐỘNG LỰC LÀM VIỆC 

Động lực làm việc  

30 Anh/Chị yêu thích công việc của 

mình. 
1 2 3 4 5 

31 Anh/Chị cảm thấy hài lòng khi tận 

dụng tối đa kĩ năng của bản thân để 

hoàn thành công việc. 

1 2 3 4 5 

32 Anh/Chị nhìn nhận được giá trị của 

bản thân qua công việc Anh/Chị 

đang làm. 

1 2 3 4 5 

33 Anh/Chị muốn chứng tỏ khả năng 

làm việc của bản thân. 
1 2 3 4 5 

34 Anh/Chị hy vọng được làm việc 

lâu dài ở cơ quan. 
1 2 3 4 5 

 

C. KẾT QUẢ CỦA ĐỘNG LỰC LÀM VIỆC 

Hài lòng trong công việc 

35 Công việc của Anh/Chị đang làm 

khá thú vị. 
1 2 3 4 5 

36 Anh/Chị yêu thích khoảng thời 

gian mình thực hiện công việc. 
1 2 3 4 5 

37 Anh/Chị cảm thấy hăng say trong 

lúc làm việc. 
1 2 3 4 5 

38 Anh/Chị hài lòng với công việc 

hiện tại của mình. 
1 2 3 4 5 

Hiệu quả công việc 

39 Anh/Chị lên kế hoạch làm việc rõ 

ràng để hoàn thành công việc đúng 

thời hạn. 

1 2 3 4 5 

40 Anh/Chị gặp vấn đề trong việc sắp 

xếp mức độ ưu tiên trong công 

việc. 

1 2 3 4 5 

41 Anh/Chị có nhiều ý tưởng tối ưu để 

đóng góp cho cơ quan. 
1 2 3 4 5 

42 Anh/ Chịluôn cố gắng hoàn thành 

khối công việc được giao trong 

ngày. 

1 2 3 4 5 

43 Anh/Chị kể cho đồng nhiệp những 

mặt không tốt trong công việc của 

mình. 

1 2 3 4 5 
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D. MỘT SỐ ĐẶC ĐIỂM NHÂN KHẨU HỌC 

 Xin Anh/ Chị vui lòng cho biết đôi nét về bản thân và gia đình ? 

1. Giới tính - Nam  1 - Nữ  2 

 

2. Nhóm tuổi 

- Dưới 25 tuổi  1 - Từ 26-30 tuổi  2 

 - Từ 31-40 

tuổi 
 3 - Trên 40 tuổi 

 4 

 

3. Thâm niên  

công tác 

- Dưới 3 năm 
 

1 
- Từ 3 - 5 năm 

 2 

 - Từ 5- 10 

năm 
 

3 
- Trên 10 năm 

 4 

 

4. Tình trạng 

 hôn nhân 

- Chưa lập gia 

đình 
 

1 
- Đã lập gia đình 

 2 

 

5. Trình độ 

học vấn 

-Dưới đại học 
 

1 
- Cử nhân 

 2 

- Thạc sĩ 
 

3 
- Tiến sĩ 

4 

 

E. NHỮNG Ý KIẾN ĐÓNG GÓP KHÁC CỦA ANH/ CHỊ 

 

..........................................................................................................................................

..........................................................................................................................................

..........................................................................................................................................

..........................................................................................................................................

..........................................................................................................................................

..........................................................................................................................................

..........................................................................................................................................

................................................................................................. 

Xin chân thành cảm ơn Anh/ Chị đã dành thời gian tham gia với chúng tôi! 
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APPENDIX B Interview  

INTERVIEW (ENGLISH VERSION) 

Good morning/afternoon Sir/Madam, 

I would like to express my appreciation to all of you who participate in the 

interview for my research topic: “FACTORS AFFECTING WORK MOTIVATION 

AND THE INFLUENCE OF WORK MOTIVATION ON CIVIL SERVANTS’ JOB 

PEFORMANCE THROUGH JOB SATISFACTION AS A MEDIATOR: AN 

EVIDENCE FROM DEPARTMENT OF HOME AFFAIRS IN HO CHI MINH 

CITY, VIETNAM” This discussion is so important for me to implement the next 

steps of this research. 

Your participation is voluntary in this discussion, with no impact on your 

answers, comments or any suggestions. All of your honest sharing is welcomed and 

contributed to the success of this research. There are no right or wrong answers during 

this interview. Therefore, please answer the questions base on your own point of 

view. I am looking forward to receiving your participation and comments on this 

research. 

Once again, thank you for this cooperation. 

 

Question 1: According to you, how is work motivation among civil servants? 

…………………………………………………………………………………………

………………………………………………………………………………………… 

Question 2: what factors affect Work Motivation of Civil Servants? 

…………………………………………………………………………………………

………………………………………………………………………………………… 

Question 3: please describe how you feel about your work basing on these 

following questions: 

How long have you worked in this organization and do you like your job or 

not? 

…………………………………………………………………………………………

………………………………………………………………………………………… 

 Do you try your best to do your work? Why or why not? 
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…………………………………………………………………………………………

………………………………………………………………………………………… 

What is the thing that motivating you to do your work properly? 

…………………………………………………………………………………………

………………………………………………………………………………………… 

Question 4: Is the conceptual model of this research suitable the context of 

Vietnamese Civil Servants according to you? Do you have any comments or modifies 

to improve this model? 

What factors effecting work motivation that you think the author should add 

into the conceptual model? 

…………………………………………………………………………………………

………………………………………………………………………………………… 

Question 5: how do you evaluate your job performance while working in 

organization? 

…………………………………………………………………………………………

………………………………………………………………………………………… 

Question 6: what criteria makes you believe that your performance in work is 

good? 

…………………………………………………………………………………………

………………………………………………………………………………………… 

Question 7: according to you, your satisfaction in Job has an influence on your 

performance or not? 

…………………………………………………………………………………………

………………………………………………………………………………………… 

Thank you for spending your time with me for discussion today. I really 

appreciate your co-operation. Once again, thank you. 



 

 

INTERVIEW (Vietnamese version) 

Xin chào các Anh/chị! 

Trước hết, tôi xin cám ơn Anh/Chị đã có mặt và tham gia buổi thảo luận 

cho đề tài nghiên cứu: “Phân tích các yếu tố ảnh hưởng đến động và kết quả của 

động lực làm việc trong lĩnh vực công tại Việt Nam”. Khảo sát này có ý nghĩa rất 

quan trọng cho việc định hướng triển khai các bước tiếp theo của đề tài nghiên cứu 

này. 

Sự tham gia của các anh/chị trong buổi khảo sát này là hoàn toàn tự nguyện, 

không có bất kỳ sự tác động nào đối với việc trả lời và đóng góp ý kiến của các 

anh/chị. Vì vậy, tôi rất mong nhận được sự tham gia tích cực và những ý kiến đóng 

góp, thẳng thắn cho đề tài. Tất cả những chia sẻ thẳng thắn và khách quan của các 

anh/chị có ý nghĩa quan trọng cho sự thành công của đề tài này. Một lần nữa, tôi 

xin chân thành cảm ơn tất cả các anh/chị. 

Câu hỏi 1: Anh/chị đánh giá như thế nào về động lực làm việc của công chức hiện 

nay? 

…………………………………………………………………………………………

…………………………………………………………………………………………

………………………………………………………………………………………... 

Câu hỏi 2: Theo anh chị yếu tố nào tác động đến động lực làm việc của công chức? 

…………………………………………………………………………………………

…………………………………………………………………………………………

………………………………………………………………………………………... 

Câu hỏi 3: Anh/ chị hãy nêu cảm nghĩ của anh chị về công việc hiện tại của mình theo 

các câu hỏi gợi ý sau: 

Anh/chị đã làm việc được bao nhiêu lâu và có yêu thích công việc hiện tại của mình 

không? 

..................................................................................................................................................  

..................................................................................................................................................  

..................................................................................................................................................  

Anh chị có nỗ lực hết mình để thực hiện công việc không? Vì sao? 

..................................................................................................................................................  

..................................................................................................................................................  

..................................................................................................................................................  

Điều gì anh chị cảm thấy đó chính là yếu tố anh chị có động lực làm việc tại cơ quan? 

..................................................................................................................................................  

..................................................................................................................................................  

..................................................................................................................................................  

Câu hỏi 4:  Ngoài ra, Anh/Chị có bổ sung thêm yếu tố nào tác động đến động lực làm 

việc của Anh/Chị? 

..................................................................................................................................................  

..................................................................................................................................................  

..................................................................................................................................................  

Câu hỏi 5: Anh chị có đánh giá cao về Hiệu quả làm việc của bản thân trong quá trình 

công tác tại cơ quan không? 

..................................................................................................................................................  

..................................................................................................................................................  
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..................................................................................................................................................  

Câu hỏi 6: Dựa vào những tiêu chí nào mà Anh/Chị đánh giá rằng bản thân đạt được 

hiệu quả trong làm việc? 

..................................................................................................................................................  

..................................................................................................................................................  

..................................................................................................................................................  

Câu hỏi 7: Theo Anh/ Chị, có phải Động lưc làm việc ảnh hưởng đến Hiệu quả công 

việc không? Tại sao? 

..................................................................................................................................................  

..................................................................................................................................................  

..................................................................................................................................................  

Xin cảm ơn Anh/ Chị đã tham gia buổi phỏng vấn này. 

 

 



 

 

APPENDIX C Analysis results 

A. Demographic information   

GENDER 

 Frequency Percent Valid Percent Cumulative 

Percent 

 Male  82 43.9 43.9 43.9 

Valid Female  105 56.1 56.1 100.0 

 Total 187 100.0 100.0  

 

AGE 

 Frequency Percent Valid Percent Cumulative 

Percent 

 Less than 25 

years old  

30 16.0 16.0 16.0 

 26-30 years old 67 35.9 35.9 51.9 

Valid  31-40 years old 70 37.4 37.4 89.3 

 More than 40 

years old 

20 10.7 10.7 100.0 

 Total 187 100.0 100.0  

 

EXP 

 Frequency Percent Valid Percent Cumulative 

Percent 

 Less than 3 years 19 10.2 10.2 10.2 

  3-5 years 30 16.0 16.0 26.2 

Valid  5-10 years 66 35.3 35.3 61.5 

 More than 10 

years 

72 38.5 38.5 100.0 

 Total 187 100.0 100.0  

 

EDU 

 Frequency Percent Valid Percent Cumulative 

Percent 

Below bachelor’s degree 18 9.6 9.6 9.6 

Bachelor’s degree 155 82.9 82.9 92.5 

Valid     

Master’s degree 14 7.5 7.5 100.0 

Total 187 100.0 100.0  
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 Frequency Percent Valid Percent Cumulative 

Percent 

 Marriage  147 78.6 78.6 78.6 

Valid Single  40 21.4 21.4 100.0 

 Total 187 100.0 100.0  

 

MEASUREMENT MODEL 

Path coefficients  

  CS JC JM JS JP JSA RR SS WC 

CS    0.0671             

JC     0.2378             

JM         0.5656 0.8176       

JS     0.0842             

JP                   

JSA         0.2712         

RR     0.1433             

SS     0.2231             

WC     0.2502             

  

Outer loadings (first run)  

  CS JC JM JS JP JSA RR SS WC 

CS1 0.5692                 

CS2 0.7723                 

CS3 0.7311                 

CS4 0.5523                 

CS5 0.6268                 

JC1   0.9379               

JC2   0.9385               

JC3   0.9178               

JC4   0.9365               

JC5   0.4670               

JM1     0.9148             

JM2     0.9400             

JM3     0.9198             

JM4     0.9307             

JM5     0.4834             

JP1         0.6580         

JP2         0.9031         

JP3         0.8940         
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  CS JC JM JS JP JSA RR SS WC 

JP4         0.8282         

JP5         0.5534         

JS1       0.6025           

JS2       0.6792           

JS3       0.8408           

JS4       0.8118           

JS5       0.8480           

JSA1           0.8991       

JSA2           0.9018       

JSA3           0.8845       

JSA4           0.7752       

RR1             0.9392     

RR2             0.9550     

RR3             0.9391     

RR4             0.9308     

SS1               0.9493   

SS2               0.9357   

SS3               0.8731   

SS4               0.9416   

SS5               0.4396   

WC1                 0.8967 

WC2                 0.9069 

WC3                 0.9403 

WC4                 0.9137 

WC5                 0.5694 

  

Path coefficients (second run) 

  CS JC JM JS JM JSA RR SS WC 

CS     0.0402             

JC     0.1804             

JM         0.4923 0.8087       

JS     0.0437             

JP                   

JSA         0.3357         

RR     0.1871             

SS     0.2572             

WC     0.2762             

 



 

 

Outer loading (second run) 

  CS JC JM JS JP JSA RR SS WC 

CS2 0.7975                 

CS3 0.6776                 

CS5 0.6938                 

JC1   0.9495               

JC2   0.9525               

JC3   0.9249               

JC4   0.9385               

JM1     0.9256             

JM2     0.9463             

JM3     0.9303             

JM4     0.9380             

JP1         0.6563         

JP2         0.9032         

JP3         0.8944         

JP4         0.8278         

JP5         0.5545         

JS1       0.5933           

JS2       0.6715           

JS3       0.8428           

JS4       0.8138           

JS5       0.8540           

JSA1           0.9008       

JSA2           0.9037       

JSA3           0.8830       

JSA4           0.7721       

RR1             0.9392     

RR2             0.9550     

RR3             0.9393     

RR4             0.9307     

SS1               0.9520   

SS2               0.9427   

SS3               0.8802   

SS4               0.9447   

WC1                 0.8965 

WC2                 0.9076 

WC3                 0.9409 

WC4                 0.9148 

WC5                 0.5654 
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Construct reliability and validity  

  Cronbach's 

Alpha 

rho_

A 

Composite 

Reliability 

Average Variance Extracted 

(AVE) 

Coworkers Support 0.5521 0.56

17 

0.7677 0.5255 

Job Characteristics 0.9572 0.95

74 

0.9689 0.8863 

Job Motivation 0.9521 0.95

22 

0.9653 0.8744 

Job Security 0.8198 0.86

46 

0.8718 0.5810 

Job performance 0.8303 0.88

25 

0.8824 0.6079 

Job satisfaction 0.8890 0.90

39 

0.9232 0.7510 

Rewards and 

Recognition 

0.9569 0.95

71 

0.9687 0.8857 

Supervisor Support 0.9479 0.94

88 

0.9626 0.8655 

Work Conditions 0.9026 0.93

46 

0.9306 0.7338 

 

R2 values 

  R Square R Square Adjusted 

Job Motivation 0.8119 0.8057 

Job performance 0.6223 0.6182 

Job satisfaction 0.6540 0.6521 
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F square  

  CS JC JM JS JP JSA RR SS WC 

CS     0.0050             

JC     0.0161             

JM         0.2220 1.8901       

JS     0.0030             

JP                   

JSA         0.1032         

RR     0.0215             

SS     0.0419             

WC     0.1374             

 

 

DISCRIMINANT VALIDITY 

  CS JC JM JS JP JSA RR SS WC 

CS 0.7249                 

JC 0.4560 0.9414               

JM 0.5262 0.8518 0.9351             

JS 0.6084 0.7728 0.7579 0.7622           

JP 0.5029 0.7809 0.7637 0.7675 0.7796         

JSA 0.5234 0.7542 0.8087 0.7348 0.7338 0.8666       

RR 0.5131 0.9301 0.8498 0.7756 0.7331 0.7473 0.9411     

SS 0.5070 0.9227 0.8627 0.7910 0.7979 0.7976 0.9013 0.9303   

WC 0.5459 0.7529 0.8078 0.7305 0.7316 0.7970 0.7550 0.7801 0.8566 

 



 

 

HTMT 

  CS JC JM JS JP JSA RR SS WC 

CS                   

JC 0.6104                 

JM 0.7125 0.8922               

JS 0.9188 0.8383 0.8231             

JP 0.7410 0.8509 0.8335 0.9166           

JSA 0.7399 0.8042 0.8671 0.8319 0.8415         

RR 0.6861 0.9716 0.8903 0.8430 0.8009 0.7962       

SS 0.6834 0.9681 0.9081 0.8699 0.8816 0.8559 0.9459     

WC 0.7824 0.8037 0.8624 0.8432 0.8354 0.8741 0.8051 0.8374   

 

STRUCTURE MODEL 

Final result 

  
Original 

Sample (O) 

Sample 

Mean (M) 

Standard 

Deviation 

(STDEV) 

T Statistics 

(|O/STDEV|) 

P 

Valu

es 

Coworkers Support -> 

Job Motivation 
0.0402 0.0418 0.0458 0.8793 

0.37

97 

Job Characteristics -> 

Job Motivation 
0.1804 0.2020 0.1227 1.4704 

0.14

21 

Job Motivation -> Job 

performance 
0.4923 0.4915 0.0975 5.0482 

0.00

00 

Job Motivation -> Job 

satisfaction 
0.8087 0.8068 0.0278 29.1097 

0.00

00 

Job Security -> Job 

Motivation 
0.0437 0.0522 0.0747 0.5855 

0.55

85 

Job satisfaction -> Job 

performance 
0.3357 0.3370 0.0937 3.5826 

0.00

04 

Rewards and 

Recognition -> Job 

Motivation 

0.1871 0.1826 0.1089 1.7174 
0.08

65 

Supervisor Support -> 

Job Motivation 
0.2572 0.2566 0.1059 2.4302 

0.01

54 

Work Conditions -> Job 

Motivation 
0.2762 0.2507 0.1233 2.2396 

0.02

56 
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